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Abstract 
 
The purpose of this study was to investigate what factors influence the effective 
appointment of principals in South African township schools, with specific reference to the 
Johannesburg South District at Soweto Township in the Gauteng Province. This district 
was purposively selected because of recent media reports regarding community protest 
in relation to principal appointments. The research intended to establish whether there 
was undue influence regarding principal appointments in these schools. In order to 
ascertain this, it was necessary to gauge the factors that influenced such appointments. 
The research design and methods applied in this study were associated with qualitative 
research methodology. Various techniques for collecting and analysing data that fit the 
purpose of this study were explored to develop an in-depth knowledge of the 
phenomenon being investigated. Purposive sampling was used in order to ensure that 
only the richest possible source of information to answer the research questions was 
obtained. The participant selection size was fixed, targeting seven officials that were 
directly linked to the process of principal appointments. However, the tools used to collect 
data were semi-structured interviews, document analysis and observation to allow me, as 
the researcher to gain greater understanding on the factors that influence the process. 
The study has revealed how various factors influence the effective appointments of 
principals in South African township school. It is evidence that there are various factors 
that unduly influence principal appointments. These factors reflected a network of 
malpractices from all angles of the system and not just from teacher unions as portrayed 
by other similar studies. In addressing the findings there is an urgent need to review the 
process on how these tendencies can be curbed. Further research studies need to be 
pursued to measure the extent of influence that principals appointed by undue influence 
has on effective school management, especially in township schools. 
  
   
v 
Dedication 
 
I will like to dedicate the hard work done on this study to all those who supported my 
journey from the beginning to the end. Those downtrodden and dejected teachers who 
have been failed by the cadre deployment system and overlooked when it came to 
principal posts, hang in there because one day things will change for the better in this 
country and your efforts will not go unnoticed. Furthermore, I would like to make a special 
dedication to those that did not trust and support my work. It is because of your lack of 
trust and negativity that I was energised to work much harder. Your negative attitudes 
have pushed me this far and every step you took to bring me down became a stepping 
stone to my success.  
 
 
 
 
 
 
 
 
 
 
  
   
vi 
TABLE OF CONTENTS 
 
Declaration .......................................................................................................................ii 
Acknowledgements ......................................................................................................... iii 
Abstract ...........................................................................................................................iv 
Dedication ....................................................................................................................... v 
List of abbreviations and acronyms ............................................................................... xiii 
CHAPTER ONE .............................................................................................................. 1 
INTRODUCTION ............................................................................................................. 1 
1.1 INTRODUCTION ................................................................................................... 1 
1.2 RATIONALE .......................................................................................................... 3 
1.3 CONTEXT AND BACKGROUND .......................................................................... 3 
1.4 STATEMENT OF THE RESEARCH PROBLEM .................................................... 7 
1.5 THE AIMS AND OBJECTIVES OF THE STUDY ................................................... 7 
1.5.1 The general aim .............................................................................................. 7 
1.5.2 The objectives of the study ............................................................................. 7 
1.6 LIMITATIONS OF THE STUDY ............................................................................. 8 
1.7 RESEARCH DESIGN AND METHODS ................................................................. 8 
1.7.1 Sampling ......................................................................................................... 9 
1.7.2 Data Gathering ................................................................................................ 9 
1.7.3 Data analysis................................................................................................. 10 
1.7.4 Reliability and trustworthiness ....................................................................... 10 
1.8 CONCLUSION ..................................................................................................... 11 
  
   
vii 
CHAPTER TWO ............................................................................................................ 12 
LITERATURE REVIEW ................................................................................................. 12 
2.1 INTRODUCTION ................................................................................................. 12 
2.2 PRINCIPAL APPOINTMENT IN OTHER COUNTRIES ....................................... 15 
2.3 CURRENT LEGISLATION AND POLICIES RELATING TO PRINCIPAL 
APPOINTMENT IN SOUTH AFRICA ................................................................... 18 
2.4 THE ROLE OF THE SCHOOL GOVERNING BODY IN THE APPOINTMENT 
PROCESS ........................................................................................................... 20 
2.5 THE ROLE OF TEACHER UNIONS IN THE APPOINTMENT PROCESS .......... 20 
2.6 COMMUNITY ENGAGEMENT AND PRINCIPAL APPOINTMENTS ................... 21 
2.7 PRINCIPAL PREPARATION AND DEVELOPMENT IN SOUTH AFRICA .......... 22 
2.8 PRINCIPALS’ ROLE IN THE 21 ST CENTURY .................................................... 23 
2.9 PRINCIPALSHIP CHALLENGES IN TOWNSHIP SCHOOLS OF SOUTH 
AFRICA................................................................................................................ 25 
2.10 IMPROVING PRINCIPALSHIP APPOINTMENTS IN SOUTH AFRICA ............. 26 
2.11 RESEARCH GAPS IN THE LITERATURE ........................................................ 28 
2.12 CONCLUSION ................................................................................................... 28 
CHAPTER THREE ........................................................................................................ 31 
METHODOLOGY OF THE STUDY ............................................................................... 31 
3.1 INTRODUCTION ................................................................................................. 31 
3.2 RESEARCH DESIGN .......................................................................................... 31 
3.3 THE APPROACH IN RESEARCH ....................................................................... 32 
3.4 QUALITATIVE RESEARCH METHODOLOGY ................................................... 32 
3.5 CASE STUDY RESEARCH ................................................................................. 34 
3.6 SAMPLING .......................................................................................................... 34 
  
   
viii 
3.7 THE LIMITATIONS TO THIS STUDY .................................................................. 36 
3.8 GATHERING OF DATA ....................................................................................... 37 
3.8.1 Interviews ...................................................................................................... 37 
3.8.1.1 Semi-structured interviews ...................................................................... 38 
3.8.2 Observation ................................................................................................... 39 
3.8.3 Document analysis ........................................................................................ 40 
3.9 DATA ANALYSIS ................................................................................................. 41 
3.10 TRUSTWORTHINESS....................................................................................... 42 
3.10.1 Validity ........................................................................................................ 42 
3.10.2 Reliability ..................................................................................................... 43 
3.11 ETHICAL CLEARANCE ..................................................................................... 43 
3.12 CONCLUSION ................................................................................................... 45 
CHAPTER FOUR .......................................................................................................... 46 
DATA FINDINGS AND INTERPRETATION .................................................................. 46 
4.1 INTRODUCTION ................................................................................................. 46 
4.2 FOCUS OF THE STUDY ..................................................................................... 46 
4.3 BRIEF DESCRIPTION OF DATA GATHERING .................................................. 47 
4.4 THE INTERPRETATION OF DATA ..................................................................... 49 
4.5 SELECTION PROCESS ...................................................................................... 52 
4.5.1 Appointments ................................................................................................ 53 
4.5.2 Experience .................................................................................................... 54 
4.5.3 Policy decisions ............................................................................................. 55 
4.6 INTERFERENCE ................................................................................................. 56 
  
   
ix 
4.6.1 Interference by trade unions.......................................................................... 57 
4.6.2 Interference by the School Governing Body .................................................. 59 
4.6.3 Interference by the department ..................................................................... 63 
4.7 DEVELOPMENT .................................................................................................. 64 
4.7.1 Development of principals ............................................................................. 64 
4.7.2 Leadership qualifications ............................................................................... 66 
4.7.3 Succession .................................................................................................... 68 
4.8 UNDUE INFLUENCE ........................................................................................... 69 
4.8.1 Corruption ..................................................................................................... 70 
4.8.2 Manipulation .................................................................................................. 72 
4.9 CREDIBILITY OF THE PROCESS ...................................................................... 74 
4.9.1 Effectiveness ................................................................................................. 74 
4.9.2 Complexities.................................................................................................. 76 
4.10 CONCLUSION ................................................................................................... 78 
CHAPTER FIVE ............................................................................................................ 80 
RESEARCH OVERVIEW, CONCLUSIONS AND RECOMMENDATIONS ................... 80 
5.1 INTRODUCTION ................................................................................................. 80 
5.2 BRIEF OVERVIEW OF THE STUDY ................................................................... 80 
5.3 FINDINGS AND CONCLUSION DRAWN ............................................................ 81 
5.3.1 Selection process .......................................................................................... 83 
5.3.2 Interference ................................................................................................... 85 
5.3.3 Development ................................................................................................. 88 
5.3.4 Undue influence ............................................................................................ 91 
  
   
x 
5.3.5 Credibility of the process ............................................................................... 94 
5.4 RECOMMENDATIONS ....................................................................................... 95 
5.4.1 Recommendation 1: To strengthen the selection process ............................ 95 
5.4.1.1 Appointments........................................................................................... 95 
5.4.1.2 Experience .............................................................................................. 95 
5.4.1.3 Policy decisions ....................................................................................... 96 
5.4.2 Recommendation 2: To review the functions of personnel responsible for 
appointment decisions ................................................................................. 96 
5.4.2.1 Role of unions.......................................................................................... 96 
5.4.2.2 Role of the School Governing Body ......................................................... 97 
5.4.2.3 Role of the Department of Education ....................................................... 97 
5.4.3 Recommendation 3: To curb interference in the system to ensure credibility 
and fairness ................................................................................................. 98 
5.4.3.1 Interference by unions ............................................................................. 98 
5.4.3.2 Interference by the department................................................................ 98 
5.4.4 Recommendation 4: To ensure development by improving the capacity of 
stakeholders ................................................................................................. 98 
5.4.4.1 Development of school principals ............................................................ 98 
5.4.4.2 Leadership qualifications ......................................................................... 99 
5.4.4.3 Capacity of the parents ............................................................................ 99 
5.4.4.4 Succession ............................................................................................ 100 
5.4.5 Recommendation 5: To limit all form of undue influence in the process ..... 100 
5.4.5.1 Corruption .............................................................................................. 100 
5.4.5.2 Manipulation .......................................................................................... 101 
5.4.6 Recommendation 6: To gauge the credibility of the process through 
evaluation................................................................................................... 101 
5.4.6.1 Efficiency ............................................................................................... 101 
5.4.6.2 Complexities .......................................................................................... 101 
  
   
xi 
5.5 LIMITATIONS OF THE STUDY ......................................................................... 102 
5.6 SUGGESTIONS FOR FURTHER STUDIES ..................................................... 104 
5.7 IN CONCLUSION .............................................................................................. 104 
REFERENCES ............................................................................................................ 106 
APPENDICES ............................................................................................................. 117 
Appendix A .............................................................................................................. 117 
Appendix B .............................................................................................................. 118 
Appendix C .............................................................................................................. 119 
Appendix D .............................................................................................................. 120 
Appendix E .............................................................................................................. 121 
Appendix F .............................................................................................................. 122 
Appendix G .............................................................................................................. 123 
 
 
 
 
 
 
  
  
   
xii 
List of Tables 
Table 4.1: Participants ................................................................................................... 49 
Table 4.2:  Summary of the categories and themes ...................................................... 51 
 
 
 
 
 
 
 
 
 
 
 
  
  
   
xiii 
List of abbreviations and acronyms 
 
DBE   Department of Basic Education 
DoE   Department of Education (Precursor to DBE) 
EEA   Employment of Educators Act 
ELRC   Education Labour Relations Council 
HoD   Head of Department 
MEC   Member of Executive Council 
NAPTOSA  National Professional Teachers Organisation of South Africa 
NDP   National Development Plan 
REQV   Relative Education Qualification Value 
SACE   South African Council of Educators 
SGB   School Governing Body 
SMT   School Management Team 
PAM   Personnel Administrative Measures 
MTT   Ministerial Task Team 
SADTU  South African Democratic Teachers Union 
 
 
 
 
  
   
1 
CHAPTER ONE 
INTRODUCTION 
 
1.1 INTRODUCTION 
Principal appointment is an area in South African township schools that has come under 
intense scrutiny marked by controversy that involves allegations of corruption, patronage 
and cronyism (City Press, 2014; Department of Basic Education (DBE), 2016; National 
Planning Commission, 2012).  The interim findings of the Volmink Commission (Maromo, 
2015) highlighted the undue influence of unions in relation to the appointment process 
and short-listing of principals, beyond their role of mere observation. Therefore, the extent 
of influence by unions compromises the required standard of authority, accountability, 
bureaucratic efficiency and competency. This practice allows the system to fail in its 
capacity to provide quality education for all learners in the country. There have also been 
concerns that School Governing Bodies and the district officials responsible for 
recruitment have a limited understanding of labour laws and policies relating to 
appointment procedures (Van der Berg, Spaull, Wills, Gustafsson & Kotze, 2016; 
Zengele, 2013:106).  
In South Africa, this is still happening despite the growing international practices that 
encourage accountability and autonomy for decision-making in the appointment process. 
In the context of weak existing accountability systems for school leaders, the National 
Development Plan (NDP) (National Planning Commission, 2012)  was released in 2012. 
In order to improve the appointment process for school principals, the NDP (National 
Planning Commission, 2012: 309) recommended reducing the undue influence of unions 
in this process, while providing increased support to SGBs to fulfil their general mandate. 
The SGB composition in South Africa is similar to that of other countries, but unusual in 
that parents form the majority and a parent member is also allowed  to be the chairperson. 
It is also different in that it allows for learner membership on the SGB (Bush & Heystek, 
2006). 
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Since 1994, South Africa has attempted to raise the value of school leadership and 
management and hold it to increased levels of accountability within the education system. 
The value placed on leadership has been expressed in amendments to legislation, 
statements and actions of the Department of Basic Education and in national policy plans 
(Wills, 2015:98). Williams (2015) put forth that one of the initiatives by the Department of 
Basic Education in standardising leadership and management development in South 
African schools, has been through the introduction of The Advanced Certificate in 
Education School Management and Leadership in 2007. Part of the rationale for 
generating this unit standard was to create an entry level requirement for principal 
appointments (Bush, Kiggundu & Mooros, 2011:32). Gustafsson (2016) argues that 
encouraging higher levels of leader autonomy and accountability within education 
systems is necessary for educational improvements. 
In the South African education system, SADTU (South African Democratic Teachers 
Union) is the key player controlling national and provincial policy implementation. They 
determine which policies in the labour market and curriculum implementation are 
acceptable or unacceptable. Their alignment to the ruling party allows for their members 
to be deployed in most senior positions within the bureaucracy (Zengele, 
2013:605).Therefore, in most instances those deployed in schools for principalships, lead 
the schools without having been adequately prepared for their new positions; deserving 
highly qualified teachers in education management and leadership are side-lined, leading 
to the infringement of their rights to promotional positions. Moreover, these are teachers 
needed for delivering quality education for the benefit of the children (Zengele, 2013:604). 
Wills (2016:111) highlights that globally, experience and qualifications are used as the 
main source for principal appointments, but in South African township schools, it is not 
always the case. This is happening despite international studies showing that school 
leadership matters when it comes to children’s effective learning. 
The social and economic changing contexts of the communities around township schools 
have profound implications for school leadership. Therefore, it is imperative that schools 
appoint principals that are suitable to lead in such a way that the school has a competitive 
edge over the other schools – attracting the best learners and teachers in order to strive 
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for the best educational gains. The ever changing community demands,  require 
principals to be responsive to local needs and be adaptable to new styles of working. A 
shift from routine leadership practices to strategic management and visionary leadership 
is needed, in order to meet the needs of all the stakeholders.  
1.2 RATIONALE 
This study, on factors influencing the effective appointment process of principals in 
township schools, was strongly motivated by my experiences undergoing various 
interviews for principalship positions. I was highly disappointed to notice structural 
discrepancies in the system used for appointment of principals in South Africa.  After 
applying for promotional posts at various schools simultaneously, it was puzzling to 
discover that in certain schools my application was short-listed for interviews while in 
others not, although similar applications were used. In some circumstances, I would not 
be short-listed but a colleague who was less qualified and experienced would be. I have 
worked in several management positions at different schools before and have been 
acknowledged for my endeavours,  while acquiring skills and experience congruent to 
educational leadership and management. Through my interaction with other senior 
managers and principals it became apparent that my educational background and 
experience of leadership were in some cases more highly developed than theirs. 
Therefore, the inconsistency in the system encouraged my interest to probe to what 
extent the factors in this study and others that may emerge during the study, influenced 
principal appointments in township schools.  
1.3 CONTEXT AND BACKGROUND 
Although in South Africa the appointment process of principals is often ascribed to the 
value of their formal education qualifications and experiences, it ignores formal training in 
leadership and management. According to a DBE (2016) report, the majority of first 
principals especially in township schools, are appointed without any formal training on 
leadership and management. This short-sighted practice is made possible through union 
influence by education officials who undermine their responsibility of being civil servants 
  
   
4 
over that of political affiliations; capacity and excellence get compromised through union 
patronage, cronyism and nepotism (Heystek, 2015:2; Patillo, 2012). Highly qualified and 
experienced teachers who take some time for personal and professional development to 
improve practice through acquiring knowledge and skills for effective school 
management, are overlooked in the system as preference for incentives, promotional 
posts and rewards are normally given to those with SADTU affiliation (Zengele, 
2013:604). These views were pivotal enough to provide impetus for further research in 
an attempt to investigate the extent these factors and others that might emerge during 
the study, influenced principal appointment decisions in township schools.  
The current appointment processes of patronage politics have compromised 
accountability within the bureaucratic structures and created a comfort zone for principal 
promotion posts in most township schools, where it is now being made possible for 
candidates having lower qualifications and fewer years of experience to receive principal 
posts (Wills, 2015:107). The practice demoralises and discourages educators with 
qualifications and experience, ensuring a lack of interest in applying for promotional posts, 
since they feel discriminated against (Zengele, 2013:604). Furthermore, patronage 
politics in the system undermines efficiency as competent officials need to close the gap 
for those appointed without proper knowledge of the job. Therefore, those that are 
competent are rendered ineffective, as their capacity to perform effectively gets 
constrained by the increased volume of work that they now have to perform (Spaull, 
2015:17). Although the recent Grade 12 results which are used in South Africa as the 
yardstick to measure education outcomes, showed continued improvement in learner 
academic performance from township schools, leadership for quality teaching and 
learning remains a serious challenge in the changing roles of principals. Moreover, rapid 
changes in school development demands that principals should have higher order 
cognitive intellectual abilities that will increase their understanding of education leadership 
for the 21st century (Bush et al., 2011:32). Indeed, it is clear that such appointments that 
are linked to unions are a serious threat to our education system. 
The recent reports on the volatile community demonstrations particularly in township 
areas against corrupt principal appointments (Eyewitness News, 2017), highlights the 
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frustration levels in certain communities which are likely to lose trust in the education 
system. The continuously compromised independence and authority of the bureaucratic 
system in education by SADTU’s myopic demands to change national policies in favour 
of their political programmes, advocates citizen distrust of education policies relating to 
the appointment process and those in charge of the process. Spaull (2015:22) recognises 
the weakness in the system where all officials belong to the same trade union. If all 
officials belong to the same union and are subjected to similar incentives as those who 
must make them account, it compromises the capacity of the system to impartially deal 
with matters of accountability.  
The study was focused within a particular district in a township of Soweto that is located 
at the south of Johannesburg in South Africa. In this district there have been noticeable 
persistent protest actions by community members in some of the schools. The 
communities had become aggrieved with the appointment process that is followed when 
appointing new principals. They accused the Department of Basic Education of appointing 
new principals without consulting them and following proper procedures, whilst claiming 
that their governing bodies are highly dysfunctional, performing such functions that led to 
corruption peddled by SADTU members (Eyewitness News, 2017; De Villiers, 2017; 
Sunday Times, 2017).   
Furthermore, schools in this township area are normally characterised by deeply 
entrenched poverty with certain areas crowded by informal settlements, where there is a 
lack of adequate physical resources and poor infrastructural development. Although there 
are noticeable developments, these schools have been affected by wider socio- economic 
problems that emanate from the surrounding communities. The problems include but are 
not limited to, higher levels of poverty, gangsterism, breakdown in parental relationships, 
substance abuse, smuggling and selling of drugs, orphans resulting from the impact of 
HIV/ AIDS, child headed families, high level of crime rate, decay in moral value and 
bullying and vandalism (Msila, 2014; Ngobo & Tikly, 2010). The Apartheid period in South 
Africa created policies that ensured funding was unequally distributed, with white schools 
receiving most of the budget from the fiscal allocation,  while non-white schools received 
less.   
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Wills (2015:108) conducted a qualitative study on the supply and demand for school 
principals in South Africa. The study highlights the unequal distribution of experience, 
qualifications, age difference and gender inequalities as matters that need immediate 
attention.  The South African principal’s age profile is ageing which implies that a large 
number of principals will be needed in the future with effective leadership qualities for lofty 
student performance. This attrition of principals due to retirement, creates a possibility for 
innovation in leadership challenges facing the schools, if good quality principals are 
employed. The attrition rate may provide positive recruitment replacements for leadership 
changes (DBE, 2016). 
However, policymakers have previously paid insufficient attention to the manner in which 
principals can improve the quality of teaching and learning in their schools. A number of 
studies have shown that principals are second to teachers when it comes to student 
learning (Coelli & Green, 2012; Grissom, Kalogrides & Loeb, 2015; Leithwood, Louis, 
Anderson & Wahlstrom, 2004). The implication is that leadership can be productive when 
poor quality principals are dismissed for better quality ones. However, in South Africa it 
is less likely for this to happen as most principal attrition is voluntary making it difficult for 
better principals to take over from those who exit. In light of weak accountability systems, 
poor performance does not often lead to dismissal.   
In addition, several studies of a similar nature have been conducted based on the 
following topics: the undue influence by unions in the appointment process, leadership 
potential identification, standardisation of leadership and management, and principal 
succession and preparation in an attempt to improve practice for effective school 
management and leadership. However, very limited focus in research has contextualised 
pragmatic responses from investigating the extent to which the factors in the study 
influenced the effective appointment of school principals in township schools. Despite 
prudent action taken by the DBE in advocating for policies which will increase principal 
accountability, progress towards implementation remains slow, particularly with regard to 
the appointment process for principals. Regularly, new principals get appointed especially 
in township schools, with the absence of these legislated policies. Therefore, this 
pervasive behaviour and attitude by officials responsible for the principal appointment 
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process, has led to my conviction to undertake this study in order to contribute to the 
existing literature by identifying the challenges that exist in relation to the process and 
suggest recommendations to improve the practice.  
1.4 STATEMENT OF THE RESEARCH PROBLEM 
It is against this background context mentioned above, that this study intended to 
investigate to what extent the factors and others that might emerge during the study, 
influenced the effective appointment of school principals in township schools. Therefore, 
the research questions were as follows: 
i. Why are the officials responsible for the appointment process not performing 
their functions diligently? 
ii. What factors lead to inconsistencies in the appointment process and 
procedures? 
iii. How effective is the current system used for principal appointments? 
iv. What can be done to improve the appointment process for principals? 
1.5 THE AIMS AND OBJECTIVES OF THE STUDY 
1.5.1 The general aim 
The aim of this study was to investigate the extent to which the factors and others that 
might emerge during the study influenced the effective appointment of school principals 
in township schools. 
1.5.2 The objectives of the study 
In order to realise the aims of the study, the following objectives were set: 
1. To gauge the effectiveness of the current system used for appointment of school 
principals. 
2. To assess how reliable the process used is, for the appointment of school 
principals. 
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3. To determine the factors preventing effective implementation of appointment 
policies for school leadership. 
4. To develop recommendations for consideration in strengthening the principal 
appointment process,  especially in areas where there is weak accountability in the 
system.  
1.6 LIMITATIONS OF THE STUDY 
Since the study is a minor-dissertation,  the sample size was small and the research 
findings cannot be generalised to a wider population of principals in that particular district 
of the study.  However, the findings and recommendations could assist other districts or 
townships with similar circumstances. Other limitations might include the participants, 
especially union members that often did not provide credible information during 
interviews; this was because they were being implicated in many of the reports suggesting 
the unions are unduly influential in the principal appointment process. According to 
Creswell (2013:45), qualitative research methodology has minimal consideration for 
statistical support or measuring the size of the phenomenon understudy. Therefore, there 
was not much emphasis on statistical information during the study. 
1.7 RESEARCH DESIGN AND METHODS 
The study was based on the underlying belief in a constructivist paradigm that assumes 
that people perceive and make sense of the world through other people’s experiences. 
The approach emphasises experimentation, observation, control, measurement, 
reliability and validity in the various processes of the study (Denzin & Lincoln, 2011:213). 
This belief assisted me as the researcher, to investigate the factors that related to the  
appointment of school principals through the participants’ experiences and also by 
observing and measuring various processes used in the appointment of school principals. 
Exploring the experience of others, allowed me to see the phenomenon understudy within 
the frame of reference of the participants. Therefore, the approach limited my subjectivity 
on the phenomenon to allow for opinions from the reality of those who were directly linked 
to the appointment process.  
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This study employed a qualitative approach, in particular a case study, to collect and 
analyse the data. A qualitative approach allowed me as the researcher, to collect in-depth 
descriptive data in relation to what extent the factors mentioned and others that might 
emerge during the study influenced the principal appointment process in township 
schools. Furthermore, the study attempted to analyse the participants’ descriptions of 
events in a more holistic way, using multiple ways of acquiring knowledge that 
complemented one another (Minichiello & Kottler, 2010:16). The subjective nature of the 
approach assisted me in  uncovering issues underlying ineffective implementation of 
appointment policies that might otherwise remain uncovered. This phenomenological 
strategy was used to obtain a deep understanding of how participants perceived things, 
in an attempt to understand their experiences and to ascertain how fair the current 
appointment process is. 
1.7.1 Sampling 
This study used purposive sampling in order to obtain the richest possible source of 
information to answer the research question. Participants’ selection for the undertaken 
research was based on some defining characteristic that made participants the holders 
of the data needed for the study (Clarke & Braun, 2013:56). According to Strydom and 
Venter (2002:207), dimensional participant selection entails only a few cases to be 
studied in depth and ensures that each population dimension or stratum is represented. 
The participant selection size was fixed and targeted two experienced principals, one 
district Human Resource Officer, two different union representatives and two SGB 
chairpersons. All participants were selected from the same district for convenience 
purposes.  
1.7.2 Data Gathering 
Semi-structured interviews were used in order to corroborate data emerging from other 
data sources and to ensure a clear focus on the key research question. The instrument  
enabled me to have a two-way conversation in which I could ask the participants 
questions to collect data and to learn about their ideas, beliefs, views and opinions 
(Maree, 2013:89). Semi-structured interviews allows for a set of predetermined questions 
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to be prepared in advance in order to probe for rich descriptive data, while maintaining 
consistency and clarification of answers. In addition, the instrument  provided me the 
opportunity to identify emerging themes from the responses that were directly linked to 
the research question. Individual interviews were conducted to allow for more 
confidentiality and privileged perceptions. Simultaneously, the interviews were recorded 
using a tape recorder while also taking notes in order to review the discussions later. This 
assisted me to identify gaps before the next interview and for data analysis. 
1.7.3 Data analysis 
The study applied the use of content analysis in order to allow me as the researcher,  to 
be able to summarise and recognise descriptive phrases that described the phenomenon 
understudy. Maree (2013: 101) identifies this data analysis approach as a strategy that is 
used for analyses that involves transcripts, news reports and other written documents 
(adapted from Neuendorf, 2002). This is significant as statements from interviews were 
highlighted showing the characters relevant to the study. Themes were developed from 
these statements and used to write a description. As the researcher, I wrote a composite 
description from these statements that provided the essence of the study.  
1.7.4 Reliability and trustworthiness 
Trustworthiness in the study was established by allowing my supervisor who is an expert 
in this research field to critique all the essential aspects of the study. This was done by 
reviewing the interview questions and statements from the interviews, examining them 
several times. Furthermore, a peer researcher was used to validate the identified themes 
in relation to the raw data from the transcripts. Therefore, the procedures tested the truth, 
value or validity of the study in order to consider the research worthwhile and collaborate 
the findings (Guba & Lincoln, 1985).  
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1.8 CONCLUSION 
In conclusion this chapter has outlined the summary of the facts from various reports and 
research studies, citing the factors that influence the effective appointment of principals 
as an overview of the introduction to the study. The discussions on the rationale of the 
study have highlighted what I see as the problem in the system of principal appointments, 
which increased my interest in undertaking the study. It is through this contextual 
background that I was able to provide my subjective views on the challenges observed 
overtime regarding unfair and discriminatory practices, in the appointment system. 
Furthermore, I provided a comparative analysis on how this research intended to differ 
from other similar studies on principal appointments. Moreover, the aims and objectives 
were very clear in terms of want needed to be achieved by the end of the study. In 
addition, the research design and methodology has provided the framework on how this 
study was conducted. 
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CHAPTER TWO 
LITERATURE REVIEW 
 
2.1 INTRODUCTION 
The impetus for this study was to ascertain the extent to which factors like cronyism, 
patronage, corruption, and others that might emerge during the study, influenced the 
effective appointment of school principals in South African township schools. It is clear 
from the literature that teacher unions in South Africa have undue influence on the pursuit 
of senior bureaucratic positions within the education system, in an attempt to maintain 
political supremacy and influence (City Press, 2014; DBE Report, 2016; National Planning 
Commission, 2012:309; Wills, 2015; Zengele, 2013:18). Although the appointment of 
principals is a contested topic in the literature, very limited focus has been placed on 
investigating the extent to which the factors above influence effective principal 
appointments. Wills (2015:107) has researched the topic and found that the officials 
responsible for recommendations and appointments of principals, have very limited 
knowledge and understanding of labour laws regarding the appointment of principals. 
Therefore, this leads to the manipulation of the system by union members, and serious 
allegations of corruption, nepotism and cronyism have come to light (Van der berg et al., 
2016:35). 
This chapter provides an overview of the circumstances leading to undue influence in the 
appointment processes and the reasons behind the Department of Education’s lack of 
decisive action to curb such practices. In addition, this chapter evaluates the factors that 
hinder effectiveness in the standardisation of the process to ensure professionalism and 
improvement of the appointment processes. The study will also focus attention on the 
comparative studies of appointment practices in other countries, in an attempt to 
rationalise the impact of such appointments in the countries’ education systems. 
Furthermore, part of the study’s objectives will be to pursue the putative practices in the 
multifaceted role of principals in the 21st century, whilst focusing on improving the 
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appointment system within South African township schools to ensure equal education for 
all citizens. It is through the identification of the gaps in the literature from similar studies 
about the appointment of principals, that the topic needs further empirical-based evidence 
in the form of qualitative research studies to prove the extent of influence in the 
appointment process and how it may galvanise student performance. 
Despite the non-proliferation of unfair appointment practices happening in these schools, 
research shows that principals should acquire certain expertise to meet the demanding 
needs of their positions (Bush & Glover, 2016:85). Wills (2016:134) emphasises that 
township schools employ principals that are less qualified and who have fewer years of 
experience in education. Township schools have limited resources because of the legacy 
of Apartheid. These schools continue to serve communities that lack financial resources. 
Mostly, these are schools that lack capacity to manage their financial resources and have 
been categorised under section 20 of the South African Schools Act no. 84 of 1996 (DoE, 
1996). The infrastructure of these schools is very poor, whilst also having relatively poor 
socio-economic backgrounds.  The communities in this context continuously disrupt 
effective learning through service delivery protests and teacher union meetings that are 
held during instructional time.  
The influence of the unions in township schools undermines prospects of quality 
education, with school officials who put the interest of the union first before that of the 
learners and communities they are supposed to serve (Van der Berg et al., 2016:41). 
Zengele (2013:18) put forth that qualified and deserving teachers are often overlooked 
when it comes to the issuing of rewards and promotions, especially with regard to principal 
posts. Moreover, this myopic behavior has led to deserving teachers being de-motivated 
and lacking interest of promotional posts.    
Furthermore, the overlooked officials end up closing structural gaps that are created by 
these political appointees, which is an unfair labour practice (Heystek, 2015:n.p.). 
Maromo (2015:n.p.) states that cronyism, corruption and nepotism have become the 
order of the day when it comes to principal appointment in poor township schools. It is 
essential that these allegations should be verified, because if left unchecked they will 
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compromise the quality of education for the poor masses of our country. Once it is realised 
that these allegations are taken seriously, the action will restore confidence in our 
education system and give hope to the hopeless communities who lack trust in the actions 
of the Education Department.   
In spite of these allegations, The Ministerial Task Team (DBE, 2016) appointed by the 
Minister of Basic Education to investigate the allegations in the media reports, cited that 
several of the allegations were unwarranted and baseless, leading to no prudent action 
being taken. Although the MTT report identified only a minority of cases showing improper 
influence on the appointment process, evidence was found of collusion by a kabbalah 
between district managers and union members, sometimes with provincial officials. 
Furthermore, the report discovered that the currently implemented process of principal 
appointment is prejudiced and full of inconsistencies. Irrespective of all the findings 
highlighting enigmatic practices in this report, no prudent action has been taken. 
Therefore, the appointment process needs to be reviewed and properly aligned to general 
Human Resource Management principles used in other public sectors.  
However, to improve capacity in these schools, critical accountability and effective 
leadership is needed. Drysdale, Goode and Gurr (2009:697), Glasspool (2006:1), 
MacNeil, Prater and Busch (2009:76) and Bush and Glover, (2016:213) highlight that 
school principals play a major role in the successful functioning of the school and that 
their role has become more challenging as schools face new demands. The current 
demands and proliferating forms of accountability should be reason enough to make it 
unattractive for these corrupt appointment practices. Despite the level of accountability, 
these principal posts remain attractive to unqualified individuals, as accountability without 
consequences has no meaning. International research shows that educational 
improvement of school leadership often receives little attention when it comes to 
harnessing policies for development.  Principals form part of a strategic sector that has 
not been duly explored in its potential for contributing to progressive educational 
leadership. The South African education system continues to function with weak and non-
existent policies pertaining to principalship succession and identification (Weinstein, 
Munoz & Raczynski, 2011:298; Wills, 2016:108).  
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Moreover, empirical-based qualitative studies validate the perception that although 
principals come second to teachers in regard to gains in learner achievement, when it 
comes to learning they are an important factor in creating successful schools (Branch, 
Hanushek & Rivkin, 2012; Coelli & Green, 2012; Grissom et al., 2015; Leithwood et al., 
2004). Therefore, the lack of effective leadership leads to poor quality of teaching and 
learning. It is clear that the duties of principals are important for the maintenance of daily 
operations in schools and that they are responsible for influencing, developing and giving 
direction to the followers. Irrespective of all these essential elements, the literature shows 
very limited studies done to measure the extent of influence that unduly appointed 
principals have on effective school management, especially in township schools. 
According to Wills (2016:110), policymakers in education have very limited interest in 
monitoring the effectiveness of current recruitment practices and improving the selection 
policies for appointing principals in South African schools, especially in poor and township 
schools that are at the hub of challenges relating to principals appointments. However, it 
might be interesting to comprehend the extent of quality and functionality that these 
principals contribute to school performance.   
2.2 PRINCIPAL APPOINTMENT IN OTHER COUNTRIES 
In Turkey, the selection and appointment of school principals is done through an 
examination system. The regulation stipulates that candidates who pass this exam should 
complete an in-service training programme that will allow them to obtain a management 
certificate after post-training assessment (Sezer, Zhang, Gino & Bazerman, 2016:15). 
According to these regulations, the appointment of principals should be influenced by 
leadership experience, professionalism, interview points and test scores. In addition, 
principals are appointed temporarily in a school with task period limited to four years within 
the same school (Turan, Yildirim & Aydoğdu, 2012).  The aim of this regulation is to 
ensure that principals do not operate in languor, whilst also ensuring that principals who 
are delinquent are replaced.  
However, these regulations are performed according to stringent instructions that often 
change. The Ministry of Education often changes regulations relating to the appointment 
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of principals, leading to court cases pursued by practicing principals. Aslanargun 
(2012:1340) refers to the changing of regulations as a means to force out the existing 
principals in order to make way for the appointment of new principals who are affiliated 
with the ruling party. Sezer et al. (2016:16) argue that the practice compromises the 
quality of education and labour peace in schools. In his studies regarding school principal 
opinions on frequently changing regulations relating to appointments in the Turkish 
Education System, it was found from empirical qualitative research that participants 
believed that the regulation for principal appointment allows for favouritism  and undue 
influence by local politicians and senior administrators. They complained that the scoring 
system used during interview processes was biased and open to manipulation. In order 
to get continuous re-appointment to principalship, some principals were forced by 
circumstances to join the union that was affiliated with the ruling party in order to retain 
their positions.  
Indeed, just like in South African township schools, the Turkish model of appointing 
principals remains a serious challenge to quality teaching and learning. Various literatures 
show that these challenges are not peculiar to these countries only. According to Donkor 
(2015:227), Ghana has no standard procedure for appointing school principals, which 
often leads to ill-disciplined behaviour amongst professionals in schools. Moriba and 
Edwards (2009:92) put forth that the principal appointments in Sierra Leone lack the 
capacity to identify competent and quality leaders, due to cronyism, nepotism and 
corruption resulting from tribal practices, while in Nigeria, the appointment of principals is 
based on political affiliation, tribalism or religious observations; no formal qualification on 
leadership or experience is needed. Clearly, it appears that proper appointment 
processes have no significant value in certain countries, leaving the system open to 
political influence, manipulation and interference.  
Zengele (2013:18) highlights that studies done in Mexico demonstrate how union 
members were awarded principal positions following their involvement in assisting the 
ruling party to win elections in 1966. It is believed that the South African model of 
appointing principals originates here; SADTU union members were offered promotional 
posts as a sign of gratitude for helping the African National Congress win the 1994 
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elections. Murillo (1999:38) put forth that after key bureaucratic positions in the 
Secretariat of Public Education (SEP) were controlled by the union members affiliated 
with the ruling party in Mexico, it caused the control of education to collapse. Hence, union 
members pay more loyalty towards the union than their profession. It is reported that after 
the government had identified this problem, punitive measures were put in place in order 
to transform and remove union influence. However, after about two decades since South 
Africa become a democratic country, no prudent action has been taken to curb union 
influence on the education system. Zengele (2013:19) points out that majority of SADTU 
officials continue to manage key positions in the entire bureaucratic structure with 
principals deployed in almost every township school.  
Despite these practices, research by Wills (2016:110) and Zengele (2013:18) reveal that 
most of these principals only have a diploma in education, whilst suitably qualified 
professionals in educational management are overlooked. Whilst in countries like 
Singapore, Poland, Austria, Denmark, the United States of America and the United 
Kingdom, school principals are generally identified through initiatives that measure the 
individuals potential against various values and competencies and are appointed using 
selection criteria based on school leadership, management experience and additional 
qualifications. Furthermore, schools have a responsibility to develop and identify potential 
senior teachers for leadership development (Bush, 2008:308; Fink, 2005). The 
consideration is done after extensive school leadership preparation and succession 
programmes, with further mentoring and coaching after appointment by experienced 
principals (Pont, Nusche & Moorman, 2008).  
It is grossly highlighted in the literature that the issue of undue influence on the 
appointment of school principals is not peculiar to South African township schools and 
poor schools, but also affects other countries’ education systems’ ability to provide quality 
education for all their learners.  Therefore, the above discussions highlight how principal 
appointment should be approached if quality education is paramount for all children, 
especially in townships and poor communities. It is pivotal that those who get promoted 
to principalship positions are equipped with skills and knowledge that will enable their 
schools to function more effectively, in order to improve students’ academic performance. 
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The literature woven through this study proves that appointing inexperienced and 
unprofessional, untrained principals to leadership and management positions has 
negative consequences for school performance.  
In addition, it should be noted that studies done by Miller (2013) in North Carolina on 
principal succession revealed that if less qualified principals are removed for the 
betterment of the school, the practice might initially tamper with education gains as 
education performance might decline before bouncing back. According to Coelli and 
Green (2012) it may take a few more years after a principal’s leadership has ended for 
the new principal to rebound and have a meaningful effect on the school’s performance. 
Miskel and Cosgrove (1985:101) and Hart (1991:164) put forth that principal succession 
is a disruptive process that interrupts normal relations and also leads to lower teacher 
morale within the school.  It is therefore against this background that school principals 
should be carefully identified with stringent criteria to ensure that the best candidates get 
appointed. 
2.3 CURRENT LEGISLATION AND POLICIES RELATING TO 
PRINCIPAL APPOINTMENT IN SOUTH AFRICA 
It is imperative to outline the current process of principal appointments used in South 
Africa to determine the extent to which the officials responsible for appointments apply 
the legislation and policies to their procedures (see Appendix D for a list of applicable 
legislation and directives for this study). According to the Employment of Educators (EEA) 
Act no. 76 of 1998 (DoE, 1998), the Head of the Department of Education in the Province 
appoints the school principal after the governing body of a public school has 
recommended them. This is done in line with the South African Schools Act 84 of 1996 
that stipulates that only the HoD in the province has the authority to promote, transfer and 
appoint any of the educators in that province. The EEA tabulates the procedure to be 
followed during such appointments and identifies who the educator’s employer is and the 
purpose of employment. Therefore, it is crucial that the legislation governing employment 
of principal appointment is well understood and interpreted to ensure compliance with the 
law. 
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However, all persons applying for principal promotion posts must have at least a 
recognised three-year teaching qualification or the National Qualification Framework 
certificate level 6 (REQV 13) obtained after Grade 12, which must include appropriate 
training as an educator. In order to be considered for promotion for principalship, the 
individual must have at least a minimum of seven years of teaching experience. The 
process involves the advertising of posts for sifting and short-listing for interviews. During 
the appointment process for promotional posts, teachers may not be appointed if not 
registered with the South African Council of Educators (SACE). This is done in order to 
select the most relevant individual for recommendation and appointment to the principal 
posts (DoE, 1998). Therefore, the aim of the process is to ensure that there is no undue 
influence on the committee responsible for recommendation for appointment.  
The Labour Relations Act no. 66 of 1995 specifies what constitutes unfair labour practice 
between an employer and employee, which involves the unfair conduct of the employer 
when it comes to the demotion, promotion or training of an employee. The Employment 
Equity Act no. 55 of 1998 provides guidelines on the processes that deal with promotion 
and the appointment of principals. It takes concise effort to drive the agenda for equal 
opportunities in the workplace, through the removal of unfair discriminatory practices. The 
act allows for employers to fairly discriminate against an individual on the basis of the 
inherent requirements of the job. However, individuals should not be discriminated 
against on the basis of medical tests, psychological tests and other similar testing, whilst 
taking into consideration the core values of redress in order to deal decisively with past 
injustices, equality, equity and representation to promote the values of the South African 
Constitution during the recommendation and appointment process. Clearly, the 
procedure outlined above for principal appointments in South Africa does not identify 
additional academic qualifications and leadership experience as a prerequisite for 
appointment to principalship. Furthermore, the recruitment procedures place no 
emphasis on leadership development, with less stringent criteria to ensure that the best 
candidates get appointed. 
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2.4 THE ROLE OF THE SCHOOL GOVERNING BODY IN THE 
APPOINTMENT PROCESS 
The Employment of Educators Act no. 76 of 1998 (DoE, 1998) stipulates that it is the SGB 
that should submit the names of the three candidates, in order of preference, to the Head 
of Department in the Province for appointment purposes. Previously, before this 
provision, the Educators Employment Act of 1994, Section 4 specified that principals were 
appointed by the HOD in the province without any recommendations from the SGB.  
Indeed, this act subjugated the entire appointment procedure to be solely the 
responsibility of the Education Department.   
However, the Employment of Educators Act 76 of 1998 recommend that the HOD in the 
Province can scrutinise the process and appoint whoever may be deemed suitable on the 
list for the post. The rationale for involvement of the SGB in the appointment process is 
to bring governance to the level of the people and to ensure participation of parents in the 
process of selecting teachers who will educate their children. Various studies put forth 
that most SGBs, especially in township schools and poor schools, are tasked with the 
responsibility of recruiting professionals while they lack capacity and credibility of 
managing the process, leading to undue influences (DBE, 2016; Wills, 2015). The MTT 
report (2016) highlights that there is no provision in the education legislation that requires 
SGBs to account for their essential function of recommending principals during 
appointment processes. 
2.5 THE ROLE OF TEACHER UNIONS IN THE APPOINTMENT 
PROCESS 
The process of principal appointments in South Africa can only be considered reliable 
through the participation of teacher unions. Teacher unions are a pivotal stakeholder in 
the process to ensure that correct procedures are followed. Teacher unions are only 
allowed observer status in the entire process without any undue influence, to ensure 
compliance with legal requirements (DBE, 2016). Teacher unions are not allowed to 
interfere with the appointment process in any form. Indeed, union representatives can 
report any unfair practices observed during the proceedings to the attention of the Head 
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of Department in the province before an appointment is made. However, most literature 
reveals that union influence sometimes transcends these regulations, especially when 
SGBs are weak and lack the capacity to perform their job (DBE, 2016; Van der Berg et 
al., 2016; Wills, 2015). 
2.6 COMMUNITY ENGAGEMENT AND PRINCIPAL APPOINTMENTS 
Various media reports have placed the appointment of new school principals in the 
spotlight, following community protests across the country (Eyewitness News, 2017; Daily 
Maverick, 2017; De Villiers, 2017; Sunday Times, 2017). These communities  accused 
the Department of Education of not consulting with them before new principals were 
appointed. They regarded the department’s actions in the appointment process as based 
on favouritism, manipulation and nepotism. In addition, they viewed their SGBs as 
dysfunctional and lacking in understanding of their roles when it comes to the appointment 
of principals (Eyewitness News, 2017). Clearly, this was confirmed by the DBE’s actions 
of removing the SGBs which were deemed to be dysfunctional amongst these schools. 
The protesters regarded the process as flawed since their preferred candidates were 
overlooked, marginalised and deprived of opportunities when it came to principal 
appointments. They accused the DBE of only appointing SADTU members and peddling 
corrupt practices (Sunday Times, 2017; Wills, 2015).  
However, these protests disrupted teaching and learning in poor schools and township 
schools, where they are often experienced. Therefore, the strike led to children not being 
at school for days while waiting for the matter to be resolved. Moreover, the reports 
highlighted high levels of violence and intimidation by some parents against those who 
wanted to send their children to school (De Villiers, 2017). In some communities, 
protesters felt aggrieved with the appointments and requested the DBE to curb the current 
appointment practices with a system that would provide equal opportunities for all 
educators. They blamed the current system for promoting unequal tendencies and lacking 
transparency. 
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2.7 PRINCIPAL PREPARATION AND DEVELOPMENT IN SOUTH 
AFRICA 
Van der Westhuizen and van Vuuren (2007:52) argue that before the democratisation of 
South Africa, the previous government did not place any emphasis on professionalising 
principalship in schools. Some principals went to study Master’s degrees in an effort to 
formalise their qualifications for school leadership. Other initiatives involved two major 
non-governmental organisations’ activities in the early 1990s, namely the Management 
of Schools Training Programme and the Teacher Opportunity Programme. Although both 
these programmes were aimed at developing principals’ skills for school management, 
they were faced with many challenges. Part of these challenges was that the programme 
would not be extended to geographical areas outside clusters of enrolled schools (Van 
der Westhuizen & van Vuuren, 2007:50). However, the growing changes in education 
after the beginning of the democratic era made it evident that skills development was 
necessary for effective leadership in schools.   
The growing demand for education management development resulted in the 
establishment of the Department of Education Task Team in 1996 (Bush & Heystek, 
2006:64). This team produced a report in 1996, with some recommendations (van der 
Westhuizen & van Vuuren, 2007:52). The report emphasised the need for creating an 
effective culture of teaching and learning through a programme in education management 
development. In order to address the problem, the National Institute for Educational 
Management sought to standardise educational management qualifications across the 
country. The School Management and Leadership qualification for school principals was 
registered with the South African Qualifications Authority (SAQA) in 2007, under the name 
Advanced Certificate in Education (ACE); School Leadership and Management.  
The ACE programme seeks to ensure that existing and aspiring principals are well 
prepared for their role of school leadership and management. Furthermore, it seeks to 
create a uniform standard that can be used for training and appointment of principals. 
However, most literature shows that although the ACE programme was initially 
recommended to be utilised as part of the requirements for consideration when principals 
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are appointed, the proposal remains non-mandatory, leading to lack of implementation as 
new principals continue to be appointed without the ACE programme being a prerequisite 
for consideration. Interestingly, Msila (2010:175) reveals that this programme has 
contributed significantly to improving rural and township school leadership and 
management practices and Bush (2009:59) suggests that all principals must go through 
an Advanced Diploma in education, while aspiring principals should undertake the ACE 
for school leadership and management. 
In South African township schools, educators are continuously being promoted to 
principalship positions without prior leadership experience or leadership qualifications. 
Wills (2016:121) puts forth that currently there is no system used to identify who should 
become a principal and no national policies or guidelines regarding leadership 
succession. The initiative is solely based on individual teachers who attain courses on 
Education Leadership and Management and apply for the advertised posts in the 
government gazette. Hence, it creates a gap for less deserving and less qualified 
individuals without any relevant professional development in regard to school leadership 
to get appointed because of their political influence. Studies show that aspiring principals 
need to be prepared for the complex and pivotal role that requires specialised skills 
diverging from those needed for classroom teaching. Therefore, high-level qualifications 
and experience in education management need to be stipulated as a prerequisite for 
those applying for principal posts, in order to change the status quo. The practice will 
model a commitment for professional development and encourage lifelong learning to 
those who aspire to be principals. In addition, principals will be more informed of generally 
accepted leadership practices around the globe.  
2.8 PRINCIPALS’ ROLE IN THE 21 ST CENTURY 
Although there is some widespread debate in the literature on the role of principals in the 
21st century, it is widely accepted that the principal’s role has become more complex and 
demanding (Bush, 2013:38; Bush & Glover, 2016:85; Drysdale et al., 2009:697; 
Glasspool, (2006:1); MacNeil et al., 2009:76). This is partly due to increasing 
accountability pressures and the need to produce good student outcomes to enable 
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countries to be competitive in an increasingly global economy. To promote 
competitiveness in the world, schools are viewed as the mechanism through which quality 
education and training can be accessible. Education opportunities need to be created in 
order to enable all citizens in the country to develop to their fullest potential (Legotlo, 
2014:216).  It is through quality education that citizens can be quality workers and grow 
the economy of the country. Although, some literature on school leadership reveals that 
principals are only second after teachers when it comes to student learning. Principal’s 
positions are an important in allowing schools to be successful in enabling individuals in 
society to reach their potential.  
According to Agezo (2010:700), principals in the twenty-first century need to be 
visionaries, instructional leaders, curriculum specialists, disciplinarians, facility managers, 
public relation experts, legal analysts, technology experts, and counsellors, among other 
roles. Principals must possess the requisite skills, capacities, and commitment to lead 
their schools. Principals must think strategically, maintain integrity and interpersonal 
sensitivity. Furthermore, some of the expectations might be regarded as instructional 
leadership (Bush, 2013:45). Biamba’s (2008:119) study of the role of principals in 
Cameroon shows the wide ranging responsibilities expected of them. Drawing on 
research in eight secondary schools, he stated that tradition, culture and political contexts 
are crucial factors in understanding how they conceptualise principalship. Principals are 
involved with different regional and local services, also concerned with the safety and 
security of their students, and their day is extended through participation in parent-teacher 
associations and other community activities. The World Bank (2012:7), referring to 
Liberia, says that the leadership of today needs to ensure that future generations will be 
fully functional, literate and skilled members of society in an attempt to achieve the 
nation’s vision toward schooling in 2030. The collective message from these sources is 
that school leadership in South Africa is a multi-layered activity, underpinned by 
expectations that often greatly exceed the principal’s capacity and capability.  
It is therefore important that when principals are appointed, only the best professional 
candidate should be recommended for appointment to ensure that schools become 
effective, competitive and successful. Especially the public township and rural school 
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principals who are expected to perform the same roles as their counterpart in the 
previously-model C school, with limited resources. Therefore, it is against this background 
that the process of appointing principals needs to be fair and authentic in order to ensure 
that only the best candidates are appointed as school principals. Van der Berg et al 
(2016:34) argue that encouraging higher levels of leader autonomy and accountability 
within education systems is necessary for educational improvements. 
2.9 PRINCIPALSHIP CHALLENGES IN TOWNSHIP SCHOOLS OF 
SOUTH AFRICA 
Even though the literature on principal appointments in South Africa shows rigorous 
transformation of the appointment process for principals, its implementation remains a 
serious challenge. The certification programmes for leadership and management remain 
non-mandatory during the recommendation and appointment processes for principalship 
posts.  Hence, promotion to principalship posts is possible without any formal leadership 
preparation (Legotlo, 2014:217; Mathibe, 2007:547; Wills, 2016:121). Teachers with 
strong influence or active involvement in union activities are elevated from the classroom 
to managerial positions, usually in township schools and other poor schools. However, 
the danger here is sometimes in the promotion of an individual from a position of 
competence to a position of incompetence.  
Currently, there is less emphasis on formal training before individuals are appointed into 
the post of principalship. Moreover, Wills’ (2015:309) study also shows that principal 
promotion posts in township schools and poorer schools are attainable with lower 
qualifications and fewer years of experience. The practice makes it difficult for some of 
the schools to provide quality teaching and learning. In some cases, principals are 
promoted with less understanding of legislative framework, conflict management, staff 
motivation and capacity to deal with disciplinary matters in the school (Van der Berg et 
al., 2016:34). 
The recruitment and selection processes are key aspects in determining the effectiveness 
of schooling. In South Africa, the appointment of school principals is the responsibility of 
both the School Governing Body that recommends appointments, and the Department of 
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Basic Education that finalises the appointment process, as outlined by the South African 
Schools Act 84 of 1996 and other related legislations.  Moriba and Edwards (2009:106) 
highlight that leadership appointments in township schools are subject to corruption, 
nepotism, bribery, cronyism and union affiliation being more significant than quality or 
competence in selecting principals. Despite this, the system allows for formal 
requirements for people to be appointed into principalship positions. It appears that 
selection criteria are purposefully ignored, leaving open the possibility of personal factors 
and affiliations being more important than leadership capability when such appointments 
are made.  
The practice has obvious implications for the quality of leadership and for prospects of 
school improvement. Bush and Glover (2016:88) concluded in their study that educational 
leadership positions should encompass and be based on merit and certifications that 
demonstrate the potential for good leadership practice. Mathibe (2007:529) put forth that 
the process of appointing these principals lacks authenticity, meaning that school 
leadership and management are in the hands of technically unqualified personnel. 
Kaabwe (2003) and Wills (2015) have identified women as being under-represented in 
the South African schooling system, with most senior management posts allocated to 
men especially in African schools. These findings were also confirmed by Thurlow’s 
(1993) and Coleman’s (2003) research in KwaZulu-Natal, which showed that 95.4% of 
high school principals were male. Bush and Heystek (2006) justify that South Africa is by 
no means different to other societies, but utilising all the talent in the country will improve 
educational leadership and management. Women should be encouraged to aspire toward 
senior positions without being undermined. This further confirms that the principalship 
appointment process is a problem in South African schools.   
2.10 IMPROVING PRINCIPALSHIP APPOINTMENTS IN SOUTH AFRICA 
In order to improve principal appointment in South Africa, the MTT report (2016) highlights 
that it is necessary that the power of SGBs in the appointment process of principals should 
be taken away and legislative framework be amended in order to sustain developmental 
approaches that seek to provide capacity to independent panels to conduct appointments. 
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In addition, the process will ensure integrity and protect the principal appointment 
process, while subjecting potential principals to selection processes that are in 
accordance with progressive global practices. The Task Team recommends that SGBs 
should only be involved in the appointment of post-level 1 educators; this is mostly 
because they are central in the daily interaction with the children and thus will be able to 
make a valuable contribution to selecting the most appropriate teacher for quality learning 
outcomes. 
Van der Westhuizen and van Vuuren (2007:34) state that the Department of Basic 
Education intends to consider professionalising principal appointments through a 
mandatory professional certification that will ensure that first time principals cannot be 
appointed without adequate education and training. The certification will be geared 
towards school improvement, reflecting the readiness of the individual for principalship. 
This certificate must also ensure that the basis for development is identified, in which the 
newly appointed principal can develop his leadership and management skills.  The 
initiative should be enforced through the adoption of the Advanced Certification in School 
Management and Leadership.   
The effective implementation of professional development programmes can only improve 
principals leadership skills if taken seriously. Furthermore, the National Development Plan 
(2012:309) recommends that the Governing Bodies should be highly trained through 
various development programmes to ensure that they have the capacity to fulfil their role 
of recommending prospective principals for promotional posts. To curb the issue of 
principal appointments with low qualifications and less experience, the Personnel 
Administrative Measures should be used as a guide for providing the standard for 
required qualifications and years of experience when appointing principals (Department 
of Education (DoE), 2003). In addition, the NDP proposes subjecting the appointment 
process to a competency test for principal applicants, in order to determine their strengths 
and weaknesses for support and development (NDP, 2012:309). Regardless of the 
criteria used to appoint principals, specific preparation and development are required if 
principals are to become effective leaders. Those who ignore the procedures for 
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appointment should be criminally charged and subjected to judicial processes, in an 
attempt to prevent corrupt appointments.  
2.11 RESEARCH GAPS IN THE LITERATURE 
Van der Berg et al. (2016:34) and Zengele (2013) have done similar studies on the 
appointment of principals and found that in most township schools and poor schools, 
principals are appointed with inadequate qualifications and little to no experience in 
educational leadership and management. Other researchers have found that senior 
positions in the Department of Education are occupied by union members, with SADTU 
members dominating the bureaucratic structure of the DBE (DBE, 2016; Wills, 2015 & 
Zengele, 2013). These studies show that competent individuals are usually side-lined 
leading to a high turnover and lack of professional development in pursuing further 
degrees.  However, limited studies have attempted to explore the level of accountability 
and effectiveness in principal appointments through undue influence.  Moreover, no 
empirical evidence from research studies that have been conducted, measures the quality 
and functionality of these undue appointments for effective student learning.  
Despite studies having been done in relation to standardising and professionalising 
principal leadership development in South Africa, very limited literature is available to 
provide logical reasoning for the non-implementation of the standardisation of the 
leadership and management certificate as part of the requirements for the appointment 
of principals. In addition, the recommendations by both the NDP (2012) and the MTT 
report (2016) on appointment processes, remain non-mandatory. Therefore, there is 
minimal information in the literature indicating how aspiring principals are identified in 
South Africa. This silence of empirical qualitative studies in the literature on how 
individuals are identified to be prepared for principalship in South Africa, shows the gap 
which is being addressed in the study. 
2.12 CONCLUSION 
In conclusion, from the review of the literature conducted in this chapter, it can be seen 
that where there is weak SGB leadership in the school system, a structural gap for union 
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control is created and the education system becomes highly politicised. Various studies 
put forth that most SGBs, especially in township schools and poor schools, are tasked 
with the responsibility of recruiting professionals, though they lack the capacity and 
credibility to manage the process, leading to undue influences on principal appointments 
(DBE, 2016; Wills, 2015).  
Van der Berg et al. (2016:41) identify the influence of the unions in township schools as  
undermining prospects of quality education. Officials put their own interests and that of 
the unions before that of the learners, especially when it comes to principalship posts. 
Moreover, this behaviour has led to deserving teachers being unmotivated and lacking 
interest in promotional posts. In addition, research by Heystek (2015:n.p.) shows that 
these overlooked officials end up closing structural gaps that are created by these political 
appointees. Maromo (2015:n.p.) states that cronyism, corruption and nepotism have 
become the order of the day when it comes to principal appointment in poor township 
schools.  The situation is unlikely to change even if stringent procedures can be applied, 
unless the appointment procedure begins to identify additional academic qualifications 
and leadership experience as prerequisites for the appointment of principalship. The 
practice will model a commitment for professional development and encourage lifelong 
learning to those who aspire to be principals. In addition, the practice will curb the 
promotion of principals in township schools with lower qualifications and fewer years of 
experience. Moreover, the literature interwoven in this study recognises that appointing 
inexperienced and unprofessional, untrained principals has negative consequences for 
school performance.  
Although the MTT report (2016) has identified improper conduct and inconsistencies 
relating to the appointment process of principals with recommendations to remedy the 
situation, no prudent action has been taken to date in an attempt to rectify the situation.    
The current demands and widespread forms of accountability should be reason enough 
to make it unattractive for these corrupt appointment practices. Van der Berg et al. (2016) 
put forth that the DBE continuously lacks the capacity to implement policies that seek to 
improve the appointment process because of SADTU’s strong influence and opposition 
to systems of accountability. Moreover, it is evident that there is a lack of implementation 
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of the NDP proposal of subjecting those in the appointment process to a competency test, 
in order to determine their strengths and weaknesses for support and development (NDP, 
2012:309). The deployment of union members to the entire bureaucratic structure in 
education has compromised levels of accountability; those who adopt policies are 
collectively members of the same union with those who implement those policies and 
those they are supposed to manage. Therefore, based on media reports and other 
research literature, one can put forth that the levels of accountability have diminished, 
with less autonomy for independent decision-making in the education system of South 
Africa, especially in township schools. 
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CHAPTER THREE 
METHODOLOGY OF THE STUDY 
 
3.1 INTRODUCTION 
The main objective of this chapter is to discuss the research design and methods applied 
in this study. Various techniques for collecting and analysing data associated with 
qualitative research methodology that fit the purpose of the study will be explored in order 
to develop in-depth knowledge of the phenomenon being investigated. The purpose of 
this study was to investigate the extent of influence of external factors on the effective 
appointment of principals in South African township schools, with specific reference to the 
Johannesburg South District, the Soweto Township in the Gauteng Province. This district 
was purposively selected because of recent media reports regarding community protests 
in relation to principal appointments. Furthermore, it was also selected for its convenience 
with regards to the sites or individuals, from which I could easily access and collect data. 
3.2 RESEARCH DESIGN 
Creswell (2009:1) and Maree (2013:70) refer to the research design as the architecture 
and operation for research that determines wider beliefs about methods of data gathering 
and analysis. This process involves certain procedures of inquiry or strategies in order of 
their presentation that lead to decisions on the design which best suits the topic. The 
decision for this study was informed by the belief that the researcher intended to bring to 
the study.  Furthermore, the decision on the research design was also influenced by the 
research question or issues to be addressed in the research and the participants’ 
selection for the study.  
Whilst Yin (1994:19) puts forth that the research design is an action plan or proposal to 
conduct research, the plan postulates the intersection of doctrine, procedures for 
research and deductive methods. It means that researchers need to explore the 
philosophical paradigm that should be brought to the study, the strategy related to the 
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paradigm and the deductive procedures of inquiry that translate the approach into 
application. Hence, the researcher gathers data from the participants in relation to their 
understanding and experience regarding the phenomenon understudy for analysis and 
interpretation. 
3.3 THE APPROACH IN RESEARCH 
The study was based on the underlying belief in a social constructivist paradigm that 
assumes that people perceive and make sense of the world through other peoples’ 
experiences. Therefore, the assumption is that reality is a social construction which 
affirms that research findings are constructed, rather than ascertained. The paradigm is 
developed from the work of Berger and Luckman’s (1967) ‘The Social Construction of 
Reality’ and Guba and Lincoln’s (1985) ‘Naturalistic Inquiry’. Moreover, recent authors 
who have summarised this point are Lincoln and Guba (2000), Schwandt (2007); Neuman 
(2000) and Crotty (1998), among others.  
The main objective of this worldview was to depend heavily on the respondents’ 
perceptions of the situation being studied. The approach emphasises experimentation, 
observation, control, measurement, reliability and validity in the various processes of the 
study (Denzin & Lincoln, 2011:106). This belief assisted me in developing subjective 
meanings regarding the experiences of participants in relation to the phenomenon of the 
factors that influenced the effective appointment of principals in township schools.  
Furthermore, as the researcher, I would be able to make sense of the meaning that others 
had about the factors that related to the appointment of school principals through the 
participants’ experiences and by also observing and measuring various documents used 
in the appointment of school principals.  
3.4 QUALITATIVE RESEARCH METHODOLOGY 
According to Cohen, Manion and Morrison (2007), the core value for applying 
methodology in research is to assist the researcher to make meaning of the process used 
in conducting empirical inquiry, rather than just the outcome. This study employed a 
qualitative approach, in particular a case study, to collect and analyse the data. Maree 
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(2013:50) describes qualitative research as an inquiry that seeks to gather in-depth 
descriptive data regarding the phenomenon being studied. De Vos (1998:242) defines 
the purpose of qualitative research as the method that permits the inquirer to collect data 
from the participants regarding their lived experiences through direct engagement with 
them.  
The approach provided tenets that would benefit the stated research topic. In qualitative 
research, we look at human events in a more holistic way and observe people in their 
natural environment, using multiple ways for acquiring knowledge that complement one 
another (Minichiello & Kottler, 2010:16). The most pertinent aspect of these tenets is that 
qualitative data is gathered through direct engagement with the research subjects in the 
setting within which they function. Kervin, Vialle, Herrington and Okely (2006) refer to 
qualitative research as being less objective and rather interested in exploring subjective 
experiences of participants. Therefore, the subjective nature of the approach would assist 
me in uncovering issues underlying the ineffective implementation of appointment policies 
that might otherwise remain hidden.  
Its descriptive character also ensured that as the researcher, I could assess how reliable 
the process used for the appointment of school principals was and also develop an 
understanding of the meaning conveyed by the participants. The voices, discourse, 
stories and experiences of the participants assisted me as the enquirer, to gauge and 
understand the effectiveness of the current system used for appointing school principals. 
Moreover, it privileged the voices of those that were directly involved in the appointment 
process in order to understand the reality from their point of view and reveal the 
unexpected (Bryman, 2004; Denzin & Lincoln, 2011). Qualitative research involves a 
small sample size; therefore, its findings cannot be generalised to a wider population 
(Bryman, 2004:285). The purpose of this study has not been to generalise the findings, 
but to have an in-depth understanding about the phenomenon being studied.  
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3.5 CASE STUDY RESEARCH 
The case study strategy is used to obtain a deep understanding of how participants 
perceive things, in an attempt to understand their experiences and in the case of this 
study, to ascertain how fair the current appointment processes are. According to 
Merriman (1988), a case study is identified by the fact that it can be used to describe a 
unit of analysis within a bounded system. Bromley (1990:302) describes a case study as 
a research method that follows a systematic inquiry into an event in order to explain and 
describe the phenomenon of interest. Stake (1995) highlights that a case study is a 
strategy of inquiry in which the researcher explores rich activities, processes or one or 
more individual cases which are bounded by time and resources, to allow the researcher 
to collect elaborate knowledge using diverse data gathering methods over a saturated 
period of time.  
Yin (1984:23) defines the case study research method as an inquiry in which multiple 
sources are used for data gathering with multi-perspective analysis to investigate a 
phenomenon within its real-life setting. This was pivotal for this study to allow for the 
different perspectives of participants and other relevant sources, to ensure rich in-depth 
meaning from the data collected. Therefore, a single entity formed the case in this study 
in order to understand the challenges concerning principal appointments in township 
schools. In addition, to achieve the objective of providing rich, in-depth understanding of 
factors influencing effective appointment of principals in township schools, as the inquirer, 
I collected many forms of qualitative data, varying from documents, audio digital tapes to 
interviews and observation. Hence, relying on one source of data is not adequate to 
develop a rich case study. 
3.6 SAMPLING 
This study used purposive sampling in order to obtain the richest possible source of 
information to answer the research question. Sampling refers to the method used for 
identifying a number of respondents from a population to be used for the study (Creswell, 
2013:156). A qualitative inquiry usually makes use of non-numerical selection methods 
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and involves a small sample size (Maree, 2013:79). Samples are usually selected 
because of some defining characteristic that make them the holders of the data needed 
for the study (Clarke & Braun, 2013:56). Purposive sampling ensures that only the richest 
possible source of information to answer the research questions is obtained. This was 
done through ensuring that only knowledgeable people in relation to the phenomenon 
under study were selected to form the sample group. The sample involved individuals 
who had in-depth understanding of the processes and procedures used during principal 
appointments. Furthermore, participants had been selected because of their expertise, 
experience and professional responsibility in relation to the topic being investigated. All 
the selected participants would be able to provide relevant information pertaining to 
matters of interest to the research. Hence, these individuals were directly linked to matters 
relating to principal appointments. In addition, all the participants understood and were 
knowledgeable about the selection process, policies and legislation regarding principal 
appointments, moreover, they were willing to participate in the study and bring their 
opinions into perspective. 
According to Strydom and Venter (2002:207), dimensional participant selection entails 
only a few cases to be studied and ensures that each population dimension or stratum is 
represented. Moreover, the study made use of case study research for data gathering 
and analysis which meant that maximum variation was also employed as a sampling 
strategy in order to ensure that diverse and multiple perspectives about the case were 
represented (Creswell, 2013:156). This approach assisted me as the inquirer, to 
determine in advance some criteria that distinguished sites or respondents, in order to 
select sites or respondents using different criteria (Patton, 1990). The approach increased 
the possibility that the findings would reflect different perspectives.   
Therefore, decisions about the sample size and who or what should constitute the sample 
group were made prior to data collection with the participant selection size fixed, targeting 
seven participants that were directly linked to the process of principal appointments. I 
used my own judgment to select the best possible sample in order to provide the relevant 
information to answer the research question. The sample group involved: two 
knowledgeable school principals; one  District Official (Human Resource Officer); two 
  
   
36 
senior officials from the largest teacher unions in South Africa (one SADTU official and 
one NAPTOSA official – both these officials occupy senior positions in the unions; and 
two SGB chairpersons from different schools. All the education officials were selected 
from the same district for convenience purposes.  
3.7 THE LIMITATIONS TO THIS STUDY 
The matter of accessibility and time for completing this study were part of my limitations 
when considering the sample selection size. Other limitations involved changes in the 
sampling. Although I had planned for sample selection, it is important to note that because 
of the complexity of this study some of the sampling had to change during the study. 
Initially, after selecting schools and participants from these sites who had experience in 
the main focus of the study, the principals of these schools refused to participate due to 
the sensitivity regarding the matter under study. Their reasons for not participating were 
that the matters were being litigated and may evoke community attention, especially if 
SGB parent members were to form part of the participants. Furthermore, as the 
researcher, I had planned to observe an appointment process by the selection and 
interview committee for a principal post. However, due to limited time available between 
the scheduled times for this process and the submission date for the project, the 
observation had to be cancelled. Since this was a small-scale research with a biased 
population representation, the findings cannot be generalised to the wider population size.  
Despite the challenges listed above and some of the changes, the sampling strategy has 
ensured that data collection brought new insights to the research question to build an in-
depth picture of the case, dependent on the time and resources available. Although 
gender was not a primary criterion when selecting the sample, the makeup of the 
respondents involved five males and two females. The purpose of the study was not to 
perceive participants’ views and experience based on gender, therefore, there will be no 
discussion in the study relating to findings based on gender.  
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3.8 GATHERING OF DATA 
Data gathering in this study occurred at various sites and from various respondents. 
Kumar (1999:105) put forth that data gathering is the process that allows the inquirer to 
collect information regarding the phenomenon understudy, by means of an instrument, to 
answer the research question. The case study method was used in this study in order to 
allow for multiple sources of data gathering, in an attempt to offer multiple opinions for 
analysis, to enable me to develop an in-depth understanding of the phenomenon being 
studied. Although data collection in the study was largely qualitative, some elements of 
quantitative data were used to portray certain influences and to bring particular points into 
perspective. The tools used to collect data were semi-structured interviews, document 
analysis and observation, to allow me as the researcher, to gain greater understanding 
on the factors that influence the effective appointment of school principals in township 
schools. 
These multiple sources of data gathering for analysis in this study, are referred to as 
crystallisation by Richardson (2000:934), since they provide a complex variety of 
dimensions and angles of approach for in-depth understanding of the phenomenon. It 
should be noted that this process does not treat data collection and data analysis as two 
different procedures, but sees them as a reciprocal ongoing process (Maree, 2013:81).  
3.8.1 Interviews 
Cohen et al. (2007) refer to interviews as a pliable instrument used for data gathering, 
that allows for different senses to be used simultaneously for collecting information. 
Interviews have a specific purpose in research and cannot be used in the same way as 
common day-to-day conversation.  In interviews, the researcher should always remember 
that their role is to collect descriptive data, rather than to cross-question or examine the 
respondents (Tolich & Davidson, 1999:117). Therefore, in my role as the interviewer, 
most of the time during the study I was an active listener, which at times led to much 
better data for analysis; at the same time I strived to maintain a balance in interactions, 
in order to bring about meaningful engagement. This strategy brought a lot of value to the 
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data captured during the interviews, as it allowed the participants to open up, ensuring 
some meaningful contributions (Bryman, 2004). Along with the study employing 
interviews as a strategy for data gathering, observation and document analysis were also 
used to obtain rich-descriptive data for analysis.  
3.8.1.1 Semi-structured interviews 
Semi-structured interviews were used in order to correlate data emerging from other data 
sources and to ensure a clear focus on the key research question. An interview is a two-
way conversation in which the interviewer asks the participants questions to collect data 
and to learn about their ideas, beliefs, views and opinions (Maree, 2013:89). Although 
there is interaction of views between the interviewer and interviewee, an interview is 
based on questions asked by the researcher in order to assess reality as experienced by 
participants. The inquirer needs to be acquainted with the set of questions to be used, so 
that the conversation can flow during the interview (Babbie, 2007).   
A semi-structured interview ensures that a set of predetermined questions is prepared 
prior to the interview, in order to probe for rich descriptive data while maintaining 
consistency. Some of the interview questions were formulated from the main research 
question and the sub-questions in Chapter One. Although the interview questions are 
prepared prior to the interview, flexibility is allowed where the researcher is able to ask 
questions that are not in the interview schedule. It is these kinds of questions that allow 
for clarification and probing of participants, to provide detailed description on matters that 
the inquirer has not anticipated (Bryman, 2004). Individual interviews were conducted 
with the union representatives, district official, school principals and SGB chairpersons to 
allow for more confidentiality and privileged perceptions. Participants interviewed were 
informed of the aim of the interview and the kind of information needed from them, 
including the potential benefits from this study. The face to face interviews gave me the 
opportunity to depict and dissect the participants’ views, beliefs and opinions regarding 
the phenomenon (McMillan & Schumacher, 2001:396). The information gathered was that 
of their experience regarding the factors that influence the process and procedures 
implemented during the appointment of principals.  
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A few set of predetermined open-ended questions were used to interview participants, in 
order to ensure that the interviews did not take too long. While it was important to get a 
clear understanding of the participants’ views in relation to the phenomenon, probing and 
clarification of answers was key, so that new emerging lines of inquiry could be identified 
and explored. The interviews were conducted in a period of forty-five minutes to an hour 
at the respective offices of these participants. In an attempt to ensure that all the 
respondents’ perspectives were captured, two digital tape recorders were used during 
these one-on-one interviews. The reason for using two recorders was to eliminate the risk 
of losing the information recorded in the event of the equipment not working or failing to 
run. It also enabled me to easily transfer the recording to computer software for storage 
and to transcribe the recording through the stop and start function provided by the 
software. 
To ensure consistency in the responses, the standardised open-ended questions used 
for conducting interviews were of significant value. A homogeneous interview schedule 
was used to gather data from all the participants. Each participant was asked similar 
questions in a similar order, with the researcher tape recorded and transcribed the 
responses with some short-descriptions of the actions observed. All the respondents were 
provided with a copy of the transcripts of their interviews within a few days after the 
interview, to clarify and validate the data. The intended objective for conducting these 
interviews was to provide the most effective method for data gathering that best identified 
the factors influencing effectiveness in the current system used for principal 
appointments.  
3.8.2 Observation 
Maree (2013:83) refers to observation as the orderly process of transcribing the attitudes 
and behaviour patterns of participants and occurrences, without questioning or discussing 
it with them. Merriam (1998:179) highlights that the reason for conducting observation in 
a study is to observe and understand a particular situation or behaviour and be able to 
record it as it happens. In qualitative research, observation is used as a data collection 
strategy that enables the inquirer to observe behaviours of participants in various sites 
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and begin to experience reality as respondents engage. Therefore, this allows the 
researcher to observe directly what is happening in a setting, rather than depending on 
secondary sources (Cohen et al., 2007). 
Ultimately, a relationship was built with the participants during my interaction with them in 
the interview process that enabled me to employ observation as another data gathering 
instrument. However, before these interviews I had already defined the purpose for using 
observation for data gathering. The purpose was aligned to the research question and 
sub-questions to allow me as the inquirer, to experience, see and hear how the 
participants perceived the allegations mentioned in the study about the undue influence 
on the appointment processes. My observation role as the researcher,  was very passive 
as this was done simultaneously with the interviews. Whilst transcribing the interviews, I 
also recorded some short-descriptions of actions observed. Observation allowed me to 
observe the respondents’ body language and non-verbal expressions to record them on 
the transcripts, since they cannot be recorded through a digital tape recorder.  It was 
pivotal to consider the nature of the complexity of this study when gathering information. 
In some instances, participants would distort information, especially if it was intended to 
expose views that would disadvantage them. It is through observation that I was able to 
observe the behaviour that otherwise would have gone unnoticed.  
3.8.3 Document analysis 
According to Creswell (2002:85), documents used as a data collection strategy should 
focus on all forms of written communications that describe the phenomenon being 
investigated. Written sources used for the study included published and unpublished 
documents, department reports, newspaper articles, legislations, collective agreements 
and circulars on the selection process and procedure. When selecting these documents, 
publication dates were considered in order to ensure that only recent information relating 
to the phenomenon was gathered for analysis and discussions in the study. Furthermore, 
these documents were selected based on the purpose of crystallisation of data, so that 
they collaborated with data from other sources, since the study’s main focus was on 
investigating the factors that influenced the effective appointments of principals in 
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township schools and to determine whether procedures were followed during 
appointments. I also read various media reports outlining undue influence on the 
appointment of principles, reports by the Ministerial Task Team regarding the selling of 
promotional posts, numerous academic publications on the topic, the Collective 
Agreement no. 2 of 2005 (Education Labour Relations Council (ELRC), 2005) and 
relevant legislation relating to appointments in order to empower myself to understand 
the process and be able to formulate opinions regarding any influence that might be or 
might have been existing. The process of analysing these documents enabled me, as the 
researcher to understand how the entire process unfolded and to determine if it was 
followed when recommendations were made for principal posts, therefore identifying the 
reasons for existing perceptions relating to undue influence to the system and suggest 
improvements. 
3.9 DATA ANALYSIS 
Analysing the data was a process that I used to arrange and carefully transcribe the 
information gathered during the interviews, observations and document analyses (Bless 
& Higson-smith, 1995:71). The sole purpose of data analysis is to create a vivid picture 
of various elements from the data gathered. Divergent methods were interwoven by the 
inquirer to analyse data for the purpose of this study. Data emerging from the interview 
transcripts, field notes, interview notes and documents were analysed using content 
analysis. Maree (2013: 101) identifies this data analysis approach as a strategy that is 
used for analyses that involve transcripts, news reports and other written documents 
(adapted from Neuendorf, 2002).Mostly,  
Mostly, data collection in this study consisted of multiple in-depth interviews with 
participants and document analysis. After the data was collected, I had to listen to the 
recordings and make transcripts. The transcripts were read multiple times and compared 
with the field notes in order to gain inside information into the views expressed and also 
to gain acquaintance with the data (Bryman, 2004; Cohen et al., 2007). This was 
significant as valuable statements from the transcripts and official documents were 
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identified and highlighted that showed the common knowledge attached to data gathered 
by me (Lichtman, 2006).  
Once the statements were highlighted, I developed some notes using a table. These 
notes were written to serve as a reminder for the highlighted statements that were 
common to most of the data. Thereafter, I coded the terms in the data by assigning them 
numbers. Cohen et al. (2007:478) refer to coding as a symbol, abbreviation or word that 
is similar to that which it seeks to depict for the researcher to identify immediately what it 
means. Themes were developed from these statements until they would not produce any 
further themes and used to write a description. I then wrote a composite description from 
these statements that provided the essence in relation to the topic and context (Bryman, 
2004; Cohen et al., 2007). 
3.10 TRUSTWORTHINESS 
3.10.1 Validity 
According to Guba and Lincoln (1985: 316) trustworthiness involves the procedures used 
to test the true value, applicability, consistency and neutrality of research in order to 
ascertain whether the research is worthwhile; this is also referred to as validity. Maree 
(2013:147) highlights that an instrument or measure is valid if it measures what it is 
intended to measure. Millan and Schumacher (2001) put forth that validity in qualitative 
research refers to the level to which concepts and interpretation have common 
significance between the inquirer and respondents. Since this study employs multiple 
strategies for data gathering, such as interviews, observation and document analyses, 
the strategy was aimed at leading to trustworthiness.  Furthermore, validity was increased 
by issuing my interpretations of the transcripts from the interview to the respondents so 
they could either approve or make changes to them. These transcripts were emailed to 
the respondents, and they were requested to email back a note of approval if they agreed 
with the content. This note was used as a sign of acknowledgement before transcripts 
were analysed. Bassey (1999:76) refers to this process as member checking. Member 
checking is when raw data is sufficiently verified with the respondents in order to ensure 
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accuracy. In addition, my supervisor was allowed to do a consistency check to verify the 
results (Maree, 2007:113). 
3.10.2 Reliability 
Interviews in the study were conducted with two incumbent senior officials of dominant 
teacher unions in South Africa, two chairpersons of SGBs, an education official in a high 
position in the district office and two principals from two schools. Their input provided 
quality substance to the study because of their broader understanding of matters relating 
to the phenomenon under study. However, the main aim was to ensure that if the study 
were to be repeated by another researcher it would be able to produce the same outcome. 
Moreover, the crystallisation of the study ensured reliability through a complex variety of 
angles and dimensions used in reciprocating the data gathering and data analysis 
processes under one procedure. Despite this, qualitative studies are known for their 
subjective nature, which means the chances of replicating the study to produce the same 
outcome will depend mostly on the time and conditions of the research. Indeed, 
considering these factors, another study might be unlikely to replicate these same 
conditions. According to Merriam (1998: 205) qualitative research cannot be replicated 
because human nature is never static; repeating a similar study will not produce the same 
outcome. 
3.11 ETHICAL CLEARANCE 
According to the Helsinki Declaration (World Medical Association, 1972) it is pivotal that 
in any empirical research where human or animals subjects are involved, clearance 
should be obtained from an ethics committee. In response to the statement highlighted 
above, for this research to be conducted ethical clearance needed to be obtained from 
the Ethics Committee of the University of Johannesburg (see Ethics Approval Appendix 
E).  An application for ethical consideration and consent was completed and submitted 
for approval to the university’s Ethics Committee. Other applications were sent to the 
unions concerned (Appendix A), The Gauteng Education Department of Education 
(Appendix B) and the District Director requesting permission to conduct research with the 
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officials (Appendix C). Indeed, permission was obtained for all the participants to be 
involved in the study.   
Once permission was obtained, contact was made with some of the participants by 
visiting their natural environment, in order to get their consent to participate in the study. 
Some of the participants had to be emailed the consent form and other relevant 
documents in order to get their approval and consent. Although permission was granted, 
it was a time consuming process. It took the Gauteng Department of Education just over 
a month to grant approval to conduct research with the education officials. The other 
permissions were granted easily without any delay. Although permission had already 
been granted by all the participants, I had difficulties with some of the participants who 
had to reschedule our appointments because of other commitments. Despite all these 
challenges all the interviews were finally conducted.  
Strydom (2002:63) puts forth that it is imperative that researchers are bound by ethical 
guidelines throughout their research procedures. Therefore, inquirers need to be informed 
of the inductive agreements regarding appropriate conduct in empirical research. Prior to 
conducting interviews, all respondents were issued with a letter of informed consent that 
explained the purpose, the intention and potential benefits of the study. In addition, most 
of the interviewed participants were educated professionals, which made it easier for me 
to request them to read the consent form, whilst providing  clarity when deemed 
necessary and allowing them to sign if they were willing to participate in the study.  
After the respondents gave informed consent by signing the letters, they were reminded 
that participation was free and voluntarily. Therefore, they could withdraw from the study 
at any given stage if they wished to do so. It was also pivotal for respondents to note that 
they would be exposed to no physical or psychological harm during the study. Burns 
(2000:608) states that both the participants and researcher should have broader 
knowledge in relation to confidentiality of the findings and results of the research. 
Respondents were also guaranteed that information shared during the study would not 
be made available to third parties, and the findings would be presented without using the 
identity of the respondents. In addition, it was explained to the respondents that there was 
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a need to record the interviews and that all the digital recordings would be deleted as 
soon as the research was completed.  
3.12 CONCLUSION 
In this chapter I have attempted to outline and provide detailed information regarding how 
the research study was conducted. The underlying approach for this study was based on 
the belief in a social constructivist paradigm that assumes that people perceive and make 
sense of the world through other peoples’ experiences. A qualitative methodology was 
employed using a case study design to collect and analyse the data in order to gather in-
depth descriptive data regarding the phenomenon being studied. The use of the case 
study research method allowed for multiple sources to be used for data gathering and 
multi-perspective analysis during investigation in order for different perspectives of 
participants and other relevant sources to be explored for rich, in-depth meaning. Finally, 
the discussion regarding consideration on trustworthiness was elaborated upon, as well 
as issues on ethical considerations. The next chapter will provide a specific focus on 
analysing data that has been collected for this study. The results emanating from the data 
analysis will be discussed and tabulated for the purpose of outlining the findings. 
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CHAPTER FOUR 
 DATA FINDINGS AND INTERPRETATION 
 
4.1 INTRODUCTION 
The main purpose of this chapter is to discuss how the collected data was analysed and 
interpreted. Maree (2013:99) describes qualitative data analysis as a process that usually 
involves how participants create meaning about the specific phenomenon understudy, 
through an iterative method that intertwines both data analysis and reporting.  This is 
usually attained through an in-depth interactive process, in order to make meaning 
through organising, consolidating and applying deductive procedures that reduce data to 
provide descriptive information regarding the topic understudy.  
According to Guba and Lincoln (1985:108), interpretation in this method of research 
begins with a process in which codes are developed in order to form categories and 
themes from which we can make meaning of the data. Themes are inductive categories 
of information that we use to form common understanding of the data. The study used 
codes to interpret information and develop categories from data that as the researcher, I 
had anticipated gathering prior to the study, and also unexpected surprising information 
that was of interest and relevance to the study.  
4.2 FOCUS OF THE STUDY 
The study was focused on investigating to what extent the factors mentioned in the study 
and those that might emerge during the study, influence the effective appointment of 
school principals in some of the South African township schools. In order to attain this, 
the main aim and objective of the study was to gauge the effectiveness of the current 
system used for appointing principals in township schools, to assess how reliable the 
current process is that is used for appointing school principals, to determine the factors 
preventing effective implementation of appointment policies and to develop 
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recommendations for consideration in strengthening principal appointments in South 
African township schools.  
4.3 BRIEF DESCRIPTION OF DATA GATHERING 
The principles applied in the study to collect relevant information regarding the topic 
involved crystallisation. Richardson (2000: 934) refers to crystallisation as a strategy that 
employs different procedures for gathering and analysing data. Indeed, different methods 
are used in this study for gathering and collecting data. The data was gathered using 
interviews, document analyses and observation, while the method of content analysis 
was used to analyse the data in order to allow me, as the researcher, to be able to 
summarise and recognise descriptive phrases that described the phenomenon 
understudy. Furthermore, the strategy would enable me to understand the selection 
process that was generally used to recommend and appoint principals in South African 
schools. To do this I had to utilise multiple strategies involving perusal of official 
documents from the Department of Education, policies and legislation, and also interview 
officials involved with the process of appointments. In order to collect information that was 
needed to answer my research question, I used semi-structured interviews. This 
instrument enabled me to validate and compare the data that emerged from other 
sources. 
In order to determine the factors outlined above, face to face interviews were conducted 
with the participants. All the interviews were conducted in the participant’s natural settings 
with their consent. Before conducting the interviews, each of the participants were 
informed about the purpose of the study and the need to interview them. They all gave 
consent to be interviewed and were informed that their participation was free and 
voluntary. The study involved seven different stakeholders that were all involved in the 
appointment processes of school principals. All participants were from the same province 
in Gauteng, South Africa.  
There were two incumbent experienced principals who had been in their posts for about 
five years. Each of these principals had served as the union representative before being 
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appointed as the school principal. They both worked in township schools that provided 
primary education. It was imperative to note that their age profile was similar, both being 
in their late forties. The gender make up of these principals involved one male and one 
female. They both had some form of post-graduate qualification at Honours degree level. 
The first principal had a post-graduate degree in Educational Psychology and the other 
in Leadership and Management in Education.   
The other component of the interviews involved two chairpersons of the Governing Bodies 
of the schools. One chairperson came from the same primary school as one of the 
principals mentioned above. The other chairperson came from a high school in an area 
close to the primary school. They were both from the township,  since this was the focus 
of my study. The two chairpersons were selected because of their in-depth understanding 
of the appointment procedures. They were both community leaders affiliated with the 
same political party. Their age profiles varied significantly: one chairperson was in his 
early forties and the other was in his late fifties. These chairpersons were both male in 
terms of gender and had been on their respective SGBs for more than ten years, serving 
in different capacities and at different schools. However, their education background was 
inadequate as both of them had not acquired any university qualifications. 
The other participant was the official who worked for the Department of Education at the 
Human Resource Department. This participant was selected because of the diverse 
knowledge and background understanding regarding the appointment of principals. 
Moreover, the participant was directly linked to the department that appointed school 
principals. The age profile of this participant was the late forties and had worked for about 
five years in the current post. This participant was a female in terms of gender and had 
acquired an under-graduate university qualification in Administration and Human 
Resource Management.  
Finally, the last two participants were union members holding senior positions within their 
unions. Each of these participants had served in different capacities within the unions for 
more than ten years. They were highly knowledgeable and very informed regarding labour 
matters. Both these participants had worked for the Department of Education as teachers 
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and principals before climbing the ranks of the unions, where they have been for about 
twenty years or more. These participants were selected solely because of their 
understanding of policy matters and legislation regarding appointments. The two 
participants were male in terms of gender and were affiliated to two predominant teacher 
unions in South Africa. One participant worked at the national office of the one union and 
the other at the provincial office of the other union. They were both males of average age 
in terms of their age profile. The first one had a post-graduate degree in Education 
Management at Masters level. Comparatively, the second participant had an under-
graduate degree in the Bachelor of Arts.  
The interviews were arranged at different intervals within one month and over seven 
working days. This was to enable me to have adequate time between the interviews to 
reflect on each interview and also to provide enough time for writing transcripts. The table 
below labelled 4.4 provides the details of the participants interviewed, and the dates for 
writing and sending transcripts. 
Table 4.1: Participants 
Participants Date of interview Transcript sent 
School Governing Body Chairperson 
(SGBC1) 
2018/08/29 2018/08/31 
Union Member (UM1) 2018/07/18 2018/07/20 
District Official (DO) 2018/08/28 2018/09/03 
Principal (P1) 2018/08/17 2018/08/21 
School Governing Body Chairperson 
(SGBC2) 
2018/09/11 2018/09/14 
Principal (P2) 2018/08/24 2018/08/27 
Union member (UM2) 2018/08/06 2018/08/09 
 
4.4 THE INTERPRETATION OF DATA 
Creswell (2013: 184) defines data analysis in qualitative research as a process of 
summarising raw data from the interviews into usual phrases, themes, and categories 
that can assist the researcher to interpret and make meaning of the data. The main 
purpose of conducting these interviews was to get the rich descriptive data that best 
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described the phenomenon as highlighted above.  There were seven main open-ended 
questions from each interview conducted with the participants. These questions were 
formulated based on the concepts emerging from the literature and the main aims and 
objectives of the study.  
After the interviews were conducted, the recordings were written into transcripts for each 
interview. Each interviewee was given a code number to be used for identification in order 
to ensure their confidentiality and anonymity. The numbers 1 to 7 were assigned to each 
participant in order to ensure that the participant information was kept private. 
Furthermore, the dates of the interviews on the table above were not recorded in the order 
of the recordings, as another measure to keep the participant information  private. The 
transcripts were written by an independent person as there was limited time available. 
Once all the transcripts of the interviews were written, I sent copies electronically to each 
participant for rectification and checking to ensure validity of the study. Furthermore, after 
they were validated by the participants, I read through them several times in order to 
familiarise myself with the content of each interview and to identify the data that could be 
interwoven. 
The paragraphs, phrases, lines and sentences from the transcripts, field notes and 
literature reviewed were viewed and coded. The reason for coding the data was to create 
and identify possible categories and themes to use for sorting the data. Thereafter, the 
data was read across the data sources in order to establish which information correlated 
with one another and identify the diverging ideas.  
However, through intensive sorting and comparison of data the following five themes were 
identified: 
1. Selection process; 
2. Interference; 
3. Development; 
4. Undue influence;  
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5. Credibility of the process. 
Table 4.2 shows how I was able to develop five themes and their categories:  
Table 4.2: Summary of the categories and themes 
CATEGORIES THEMES 
i. Appointments 
ii. Experience 
iii. Policy decisions  
1. Selection process 
i. Interference by Trade Unions 
ii. Interference by School Governing Body 
(SGB) 
iii. Interference by Department of 
Education 
2. Interference 
i. Development of principals 
ii. Leadership Qualifications 
iii. Succession 
3. Development 
i. Corruption 
ii. Manipulation 
4.Undue influence 
 
 
i. Effectiveness 
ii. Complexities 
5. Credibility of the process 
 
Now that I had established my categories and themes from the identified codes through 
sorting into various category piles and provided the theme for each category pile,  until 
there was no new categories or themes emerging, I started to analyse the existing data 
in relation to available literature on this topic. 
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4.5 SELECTION PROCESS 
All the participants interviewed during the study demonstrated their basic understanding 
of the selection process used for principal appointments in the province. Their responses 
were starkly in coherence with reference to the Collective Agreement 2 of 2005, that is 
used to regulate selection and appointment procedures for the Gauteng Department of 
Education. This document stipulates that all the initial procedures to discard candidates 
who do not meet the requirements for the advertised post should be dealt with by the 
Education Department, according to the provided guidelines.   
The GDE Recruitment and Selection Policy Implementation Guidelines (Gauteng 
Department of Education, 2018) for the appointment of educators stipulates that in order 
for a candidate to be considered for a principalship post, that person must have at least 
a recognised three-year qualification that includes appropriate training as an educator 
and a minimum teaching experience of seven years. These stipulations are also 
promulgated by The Employment of Educators Act no. 76 of 1998, that provides the 
conditions of service for educators as determined by the Minister of Education under the 
Personnel Administration Measures (PAM). Therefore, the requirement for educators, 
according to PAM, to be considered for principalship is seven years. It does not stipulate 
whether you need to be a manager or have any management qualifications, therefore any 
applicant with the relative qualification RQV 13-17 as outlined by policy, can apply. 
Although all the participants had an understanding of the basic requirements for 
consideration for a principal post as stated by the policy above, they seemed not to agree 
with the concepts used by the vacancy circulars that prescribe eligible applicants to have 
at least seven years appropriate or relevant experience. Two participants interpreted the 
term “appropriate experience” as relating to management experience, whilst the other five 
participants thought the term referred to teaching experience. Therefore, it was a clear 
sign of inconsistency by participants in interpreting the circulars. Two statements were 
identified below from the list of participants in order to highlight this contradiction: 
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In order for you to qualify for principalship you must have experience of not less 
than seven years and you must have management experience. One should have 
been an HoD or a Deputy Principal of a school; you’ve been in management 
throughout and coming through the ranks.(DO) 
It must be for people who have been in the system for at least seven years. Anyone 
with seven years’ experience, it doesn’t say seven years as an HoD or deputy, if 
you’ve got seven years’ experience you can apply for principal. But what panels 
would do is when they sift, they come up with specific criteria, let’s say maybe with 
your short listing processes, you’ll go down to management and all that and you’ll 
end up with the right candidate.(P1) 
Although the two participants were well informed in terms of the appointment procedure, 
they seemed to disagree when it came to the requirements regarding management 
experience. One of the principals (P1) saw it as a prerequisite that was mandatory, while 
the district official (DO) thought it was just an additional requirement that could be decided 
by the panel and that no person could be discriminated against on the grounds of lacking 
management experience.  
4.5.1 Appointments 
In reference to Collective Agreement no. 2 of 2005 (ELRC, 2005), all the appointments of 
educators including principals should be finalised by the Department of Education. This 
is subject to provided guidelines relating to compliance with the regulations and 
procedures that govern appointments. Six of the participants had a common 
understanding regarding the decisions involved in appointing a principal. They agreed 
that the regulation says they should recommend three names. Then these 
recommendations, together with the motivations of the panel, are sent to the district for 
final appointment. Furthermore, the department may change the order of preference 
provided they give valid reasons for their decision. In fact, they also went on to say the 
law is so broad now that it allowed the department to consider the process null and void 
if they were not happy with the candidates recommended. This was clearly illustrated by 
the comment from one of the participants below: 
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It is not necessarily obvious that the first that is recommended with the highest mark 
is the one that is going to be appointed. Then they would take the second or third 
and provide reasons why they are not taking the first one and then they send a letter 
back to the school. They use their own discretion based on evidence presented 
before them. (P1) 
Although all the participants had a homogeneous understanding of the appointment 
process, only one participant differed in terms of the number of the candidates to be 
recommended for submission. One of the union members (UM2)was of the belief that five 
candidates should be recommended and the department should make a choice from the 
three top ones. However, this premise is already contemplated by the appointmentpolicy 
and the Collective Agreement no. 2 of 2005 (ELRC), which both highlight that at least 
three names of interviewed candidates who could be appointed in order of preference, 
can be recommended by the SGB.  
4.5.2 Experience 
According to the GDE Recruitment and Selection Policy (DBE, 2018) that is promulgated 
by the PAM document, management experience is not a mandatory pre-requirement for 
consideration for a candidate to be appointed to become a school principal. It is plausible 
in the current legislation to appoint principals with only seven years actual teaching 
experience, without regard for management experience.  Principals are often appointed 
in township schools without specific consideration for leadership experience (Wills, 
2016:105).The inductive reasoning that emanated from this study was that the 
participants did not have a common understanding with regards to how management 
experience motivated the appointment decision.   
Despite one of the chairpersons (SGBC2) and one of the union members (UM1)agreeing 
with the legislation that it was possible for one to become a school principal in a township 
school without any prior experience of school management, these participants also 
strongly believed that principals in township schools often get appointed without any 
knowledge and skills of management, leading to the possible corruption and collapse of 
these schools. In their opinion, these principals are only interested in the salary package 
that comes with the job title of being a principal. Some of these principals have never 
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managed anyone at the school or even practiced speaking to anybody in the language of 
management. The following remarks by both these participants typified their comments: 
“They can’t manage the school in those situations supported by their fellow colleagues 
who toyi-toyi for them to be principals, it will be difficult for them to give orders” (SGBC2). 
“This person might struggle to deal with people. They can’t give instructions … instead of 
giving instructions they are scared and have a problem with decision making” (P2). 
Furthermore, some of the participants were of the view that although experience was an 
additional requirement, when it came to the panel eliminating people without management 
skills, there was no participant who got appointed to the principal position without 
management skills. The following comments reiterated the thoughts of these participants. 
UM1 stated: “The system provides experience of running a school at that level of the 
Deputy Principal”. 
However, what will happen – remember everybody that has applied has seven 
years – anyway, so panels will go through the process of short-listing so that they 
would eliminate people without management skills.   
I’ve never seen that happening, I don’t have an idea but I just want to believe that 
perhaps it won’t be impossible. It is seven years’ experience and add their criteria 
at least with two years management experience.   
4.5.3 Policy decisions 
The findings divulged that policy has an important role in the decisions to influence 
principal appointments. The anecdotal evidence in this study revealed that despite the 
challenges associated with appointments in township schools, policies remain the main 
guideline for principal appointment decisions. One of the participants emphasised the 
point that they were just employees and not policy makers. Therefore, if a decision is not 
endorsed in the Education Labour Relation Council (ELRC) and has not been changed in 
the Personnel Administrative Measures (PAM) document, it will not be implemented. It is 
only once the resolution resonates in the PAM document that it can be used for decisions 
regarding the appointments of educators. The district official’s (DO) comment justified this 
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action: “Where we have policies that are guiding us on how to do appointments and we 
do it exactly like [that]. And we follow those guidelines”. 
Although one of the union members (UM1) and a union member (UM2) agreed with the 
sentiments mentioned above on policy decisions, their statements also highlighted some 
dissatisfaction regarding the manner in which decisions are made. Their statements are 
reflective on how some good effective decisions end up not being considered because of 
insufficient numbers to support the motion, and lack of consultations before policy 
decisions are made: “You may not have the majority view and the majority vote decides 
the direction of the policy or the collective agreement would take” (UM2). 
You know with the department it takes time to take stakeholders on board when it 
comes to consultations because some of the changes will impact on the conditions 
of service. The conditions of service are issues for consultation and negotiations. 
You cannot just impose certain things; because for anybody to get a buy in of that 
policy one have to first consult and have people understand the rationale.(UM1) 
Wills (2016:109) also put forth that any new policy to be implemented may need a buy-in 
from the union and SGBs for effective consideration.  
4.6 INTERFERENCE 
A number of reports and some participants identified irregularities and interference 
regarding the appointment of school principals. The interference involves conflicts where 
the appointments go against the recommendations of SGBs, at the demand of powerful 
unions (DBE, 2016; Taylor, 2014). These challenges are mostly affecting poor township 
schools that are exposed to the political influence of organised groups (Wills, 2014). 
According to The Ministerial Task Team Report (DBE, 2016) there was no identified gross 
malpractice and undue influence in its findings, regarding promotional appointments in 
schools. The scale of interference was only limited to 38 cases from 81 cases that were 
to be probed, and the findings regarding different forms of influence were identified. The 
report contains different recommendations but those implicated could not be prosecuted 
because such decisions must be concluded by relevant authorities (DBE, 2016). The 
evidence from the listed documents and some of the participants interviewed in the study 
  
   
57 
alluded to the fact that there is interference in the appointment process. Whether the 
interference is direct or indirect is another discussion. 
4.6.1 Interference by trade unions 
The participants tended to share the same understanding regarding the role of teacher 
unions in the appointment process. They all agreed that teacher unions are only there to 
observe the process in order to ensure that their members are treated fairly without 
interfering with the process. According to the data collected in the study almost all of the 
participants were of the view that there was some interference by the unions in the 
appointment process of principals. In the comments from the participants and the 
literature reviewed, the unions turned to participating in the process rather than just 
maintaining their role of observer status. The DBE Report’s (2016) observation was that 
unions generally play an active role during the process rather than just performing their 
statutory role to observe the process. Where there is weak authority and inefficiency, 
teacher unions take over and decide on appointments which should be the responsibility 
of the department (DBE, 2016).  Six of the participants interviewed attested to the findings 
of the report by highlighting some influence in the process, due to teacher union 
involvement. 
The district official (DO) regarded the unions as being able to manipulate procedures 
regardless of the panel’s understanding of the process. SGBC1 felt that they had a way 
of finding some technicality on which to base their argument. Therefore, this meant that 
if you were not in agreement with their opinion on who should be appointed, they disputed 
the procedure and regarded the process null and void as stated in this comment: 
 Unions have their own way of doing things. You see! We can choose you and say 
we scored for you and then they put forward a grievance because they know they 
have their own person. (SGB1) 
Two participants’ understanding was that the panel allowed for this kind of interference 
but they differed on how it was allowed. The district official (DO) thought that this 
interference was allowed by the SGB, moreover the parent component, because of their 
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lack of capacity to handle the process. This was summed up in this comment: “I don’t 
know. If the parents allow them to bulldoze them; but there is no need because even 
when you train them the place of the union is to observe” (DO). 
One of the principals (P2) was of the view that such interference should be allowed if the 
panel disregarded procedure and this was captured in this comment: “No, they can’t say 
anything. But then if they’re allowed by the panel they can advise. They can advise on 
something that they can see happening that is not allowed”. 
Although one of the principals (P1) attested to the views shared by others with regards to 
the interference by trade unions officials, the participant lacked understanding of the legal 
requirements regarding the appointment process. Moreover, the participant believed that 
the unions were highly knowledgeable with legislation regarding appointments than their 
counterparts leading to some interference: 
I’m not sure if the law allows that, but they do advise to say that if you do one, two, 
three, the process will be flawed; so much so that you will be advised to do it this 
way because usually they are people who are very much invested with regulations 
pertaining to the higher appointments. I’m made to believe that they actually 
overstep their role and find themselves being part of the process, which is against 
the law. (P1) 
One of the chairpersons (SGBC2),  not only observed interference in the process, but 
was also very specific in terms of which union had influence on the process and provided 
reasoning to support his statement. The remarks below typified the comments made by 
this participant (SGBC2): 
I think from my point of view, I can say somewhere, something it’s not right, because 
at the end of the day too [much] influence from the union, like SADTU at most; but 
if you can check all of the Soweto schools, all of the principals are members of 
SADTU. 
Whenever there is an interview in that school, educators will always toyi-toyi. 
Therefore, it is almost after every interview that they toyi-toyi, meaning that they’ve 
got a person in the interview panel. 
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You need to understand that even our regional directors are members of SADTU. 
Therefore, one must understand that if the policy is to be implemented and has 
negative effects on these deployed principals, it might not resonate well with the 
unions. 
The opinion of one of the chairpersons (SGBC2) highlighted a highly structural challenge 
that emanates from procedural matters. The view emphasised those decisions in labour 
structures that are made, based on the majority of votes. Therefore, if you do not have 
the numbers it is unlikely that your union may have any impact on the collective 
agreement. One of the union members (UM2) made the following comment: 
So one of the things we would support – it was a proposal where we dealt with the 
occupation of specific dispensation, where we decided that education would be 
restructured. And that proposal was not accepted because there’s a majority vote 
that must be given for that to happen. 
4.6.2 Interference by the School Governing Body 
The South African Schools Act Section 20 (i) regulates that the School Governing Body 
of a public school may recommend the appointment of an educator at the school to the 
Head of Department in the province. This is promulgated by the Employment of Educators 
Act 76 of 1998. Section 6 (3) of the Act stipulates that the SGB of a public school may 
recommend any promotional post of an educator to the HoD in the province for 
appointment purposes. Some of the participants in the study mentioned the legislation as 
the hallmark requiring the SGB to be part of the appointment process, which is in 
agreement with policy.  
Bush and Heystek’ s (2006) comparative studies regarding the capacity of parents on the 
SGB found that in many other countries, the parents form part of the composition of the 
body, but are not in the majority. The parent members also cannot be the chairperson. 
Another way it is different is that it does not provide for learners to be members of the 
SGB. Therefore, the issue of parent capacity is not much of a problem as their 
involvement in the process is limited. The challenge regarding the South African model 
was highlighted by the fact that all seven participants alluded to the same notion, that the 
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parents on the SGB lacked the capacity to fully perform their function of making 
recommendations regarding principal appointments.  
One of the chairperson’s (SGBC1) response was aligned to the same notion that parents 
lacked capacity. The participant evaluated the parent’s role in the process, in comparison 
to the other stakeholders. The assumption was that the department required them to lead 
the process, but they lacked capacity, whilst dealing with highly capacitated people in the 
system.  The participant also mentioned that it was easy for other stakeholders to play 
mind games on them because they do not know much about policies and legislation 
regarding appointments.  
The views of SGB1 were reinforced by the following comments: 
But then I fail to understand, because some of us we are not teachers, we are just 
parents, so where do we fit in when it comes to the appointments of the principal. 
Most of the time we become more aware about things because of the principals, 
we know more because of principals.  
One of the union members (UM1) and the district official (DO) shared a common 
understanding regarding the capacity of parents in the SGB. They assumed that it actually 
depended on the intellectual capacity of the parents and their standard of education. 
However, the parent’s capacity to deal with appointment decisions cannot be built through 
the one-day training received during orientation or workshops. The fact that their capacity 
of dealing with the process differs,  demonstrates that their level of understanding and 
implementation of the procedure for appointments is not the same. Therefore, this can 
have negative effects especially for those SGBs that are less capacitated. UM1 indicated 
how they closed the gap should they feel they lacked capacity: 
It differs from school to school in terms of the capacity of the SGB, but the SGB also 
has the prerogative to seek assistance from their experts should they feel they lack 
capacity in their role of recommending principals. 
The statement provided by the district official (DO) reflected some uncertainties regarding 
the capacity of the parents. The participant spoke about the beneficial strategy that helped 
them develop but also referred to their lack of capacity at the same time, which is very 
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confusing. In the statement it was elaborated further that should the SGB feel they lacked 
capacity to run with the process, they could ask the director to appoint either an 
independent panel or semi-independent panel. The views of DO were illustrated in the 
following comment: 
But before the process begins, we train the SGBs that will be sitting on panels. So 
they get their training; it all depends where they are. Some they have the capacity 
so even if the SGB is not really capacitated, we capacitate them from a Human 
Resource Department perspective. I’m not sure with SGBs sometimes, because 
they are parents and they are not that capacitated.  
Although the other four participants shared similar views about the capacity of the 
parents, they were very explicit regarding the level of education of most parents serving 
in township schools’ SGBs.  Their thoughts were encapsulated in their perceptions 
regarding parental involvement in the process. The participants made reference to the 
fact that in township schools, even though you could be talking to parents who were 
interested in their children’s education, their own education standard might not be that 
good.  These parents often end up being SGB members. They have a seat on the panel 
and the process now relies on them;  they have to score the professionality of candidates 
to determine their prospects regarding the job, yet they are scoring on something they do 
not know about or perhaps do not even understand. The statements below typified the 
comments that were made by these participants: 
 I have my opinions around that, to say I’m having a problem in that parents who 
may be not that educated, have to interview a professional, a principal and 
effectively decide amongst quite a number of them who is better than the 
others.(P1) 
The other thing I can say is that other educators take advantage of SGBs as they 
think parents in the SGB never went to school. Therefore the bottom line is that 
educators don’t respect SGBs. (SGBC2) 
But then now coming to appoint the principal, do you think those people are more 
capacitated and more involved, because even during the process they are sitting in 
the panel to appoint the principal but they don’t have a clue.(P2) 
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But one of the drawbacks is that often times your SGBs are not capacitated to do 
the job. Some of the people elected as parents have no idea how a school functions 
and what you need to look out for when you appoint somebody into a promotion 
post. (UM2) 
One of the principals (P2) further elaborated by making some comparison between 
township schools and the ex-model C schools. P2 identified that in the ex-model C 
schools, parents who sat on the panels were English first language speakers who could 
express themselves very well and perhaps were also well educated; this meant that if the 
panel was of a high standard, was very flexible when approaching things and more 
informed regarding the procedure, the selection process would be rigorous, ensuring that 
the best candidate for the job was recommended. This participant also identified the 
problem regarding the term of office allocated to these parents on the SGB. Their term of 
office lasted for only three years and this was problematic because once you began to 
capacitate them within no time they were out of office and you needed to start afresh with 
new members.  
The other union member (UM2) also identified with this conversation by bringing forth an 
argument regarding how parents on the SGB were elected. The concern was that there 
was no criteria used to justify how those parents were elected to the SGB. UM2 noted 
that it normally happened if parents were always around and available. But the parent 
may not even have the basic quality education. Parents needed to understand that the 
responsibility that came with being on the SGB was not straightforward. UM2 also 
contested that there is nothing straightforward about education and that that parents 
needed to at least have some idea of curriculum, and at least some idea of the structure 
within the school, such as who reports to whom and what their job descriptions are; they 
needed to have a broader understanding of what the role of the unions were, as the 
unions could be very intimidating and disruptive unfortunately. UM2 concluded by 
emphasising that they must understand how to deal with all these constituencies within 
the school and also have some understanding regarding all agreements and laws that 
govern education. 
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4.6.3 Interference by the department 
In terms of the Employment of Educator Act 76 of 1998, interference by the department 
is permissible in the process of appointment under the following reasons: 
Section 6 (3) allows the department in the province to interfere in the process provided 
the SGB of the public school has failed to meet the requirement as outlined by the Act, or 
should it be found that the recommendation was done based on undue influence. Despite 
this, the HoD may decline the recommendation based on the reasons stated above and 
re-advertise the post or appoint a suitable temporary candidate. Furthermore, if the 
educator in a principal post has been declared in excess of the post establishment of a 
public school, the HoD can recommend the educator to occupy any available post suitable 
for the candidate. It is also collaborated by the recommendation in the Act that should the 
SGB of a public school fail to recommend a suitable candidate when a principal post was 
available within two months of the date in which the SGB was requested to make a 
recommendation, the HoD shall make an appointment to such post without the 
recommendation of the SGB.  Although all the participants alluded to the legislative 
requirement that allows the department to have a final decision regarding appointments, 
they also recognised irregularities in the manner in which interference occurs.   
Some of the panel members had limited understating of the legislation regarding the 
appointment process and this limited understanding might have clouded their judgment 
regarding particular decisions by the department, as reflected by these comments by 
SGB1: “But what I know with my experience on the SGB, I could tell most of the time our 
principals are given to us by the department”. 
You know the department, the way I view how they do these things, If a person has 
been identified when they remove a principal at a school, due to promotion or 
retirement they sometimes automatically bring in a new principal of theirs to act in 
place of the previous principal.(SGB1) 
The official (O) and one of the union members(UM2) identified a problem in the system 
where all senior officials belonged to the same union which might lead to patronage 
practices in order to pursue the union agenda. The participants’ claims were highlighted 
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in these comments: “Because at the end of the day even the people working at the 
department are members of SADTU” (SGBC2). “So obviously the majority of principals 
that have been appointed over the last 24 years belong to SADTU. It’s a given” (UM2). 
Two of the participants thought that you needed to have the right connections at the 
department in order to be considered for principal appointment in some of the township 
schools. One of the chairpersons (SGBC1) and UM2 were very convinced that without 
connections you would never be appointed and with this in mind they made the following 
comments: “I don’t know what we could do to follow procedures the right way, because a 
lot of times we don’t follow it, it’s now about whom do you know to connect you” (SGBC1). 
 Remember there’s also the perception that if you’re politically connected and you’re 
involved in certain structures of certain organisations the chances are better. 
Unfortunately that is the truth in this dispensation, it was the truth in the previous 
dispensation.(UM2) 
4.7 DEVELOPMENT 
According to Wills (2016: 121),education departments need to be actively involved in 
supporting newly appointed principals by ensuring development through induction 
workshops. Furthermore, they need to ensure that these successors are coached and 
mentored by the outgoing principals in order to ensure stability in the system. 
4.7.1 Development of principals 
The findings below starkly alluded to the fact that principals are not prepared adequately 
before they get appointed to their leadership roles. All seven participants shared a 
homogeneous understanding regarding the development of school principals. Principal’s 
developmental courses are usually done after the individual has been appointed to the 
principal position. If schools are to have a competitive edge and quality leadership, 
management development is an integral part of the process. Unfortunately, principals who 
run schools without experience, rely heavily on common sense and subject themselves 
to making many mistakes (Bush & Heystek, 2006).  
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The following three participant statements provided a vivid objective in this regard, 
attesting that the development of principals occurs after their appointment. These are the 
comments from the three participants: “Yes, but they go for training, we take them through 
induction, their circuits take them through training also” (DO). “They have to attend a 
principal forum when they get appointed, where they will get capacitated on leadership 
and management matters” (SGBC2).“So the department has now come up with the 
programme of induction. All the principals are taken for induction, all these files are from 
the induction” (P2). 
The other three participants argued that there were no development workshops provided 
to individuals who aspired to be principals.  Usually, individuals who aspire to be principals 
undergo academic professional development on their own and at their own expense at 
university, where they register for professional degrees in order to improve their 
knowledge, skills and capacity to manage subordinates. According to one of the 
chairpersons, the education system does not provide adequate opportunities for potential 
leaders within the school to be developed for principalship positions, therefore allowing 
for external recruitment of school principals rather than uplifting the deputy principal within 
the school for such a position. The sentiments were shared by SGB1 as reflected in this 
comment: “My question is why there is no development of a principal from inside the 
school”. 
Two participants shared similar understandings regarding the development of school 
principals. They were of the view that although training is provided after appointment, the 
training is not adequate to prepare principals for their jobs. One of the principals (P1) 
thought there were other methods that principals could employ once appointed to improve 
their capacity. The suggested method was highlighted in this comment by P1: 
When it comes to development, the development you are going to get actually the 
courses in one day or two days training that are provided by the district. Perhaps, 
there could be constraints financially inadequacies. The development that I got from 
the department did not take me very far but as a professional you need to find other 
ways to develop yourself privately. 
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Comparatively, one of the union members (UM1) believed that the training offered to 
principals should not be one size fits all. There should be a skills analysis in order to 
identify the individual needs of each principal and training should be arranged that was in 
accordance with their needs. This belief was expressed through the following comment 
by UM1: 
Yes! Because I believe everybody has potential, but even with those that are 
appointed already, you can still identify some courses just to develop them further. 
For example, even if people are appointed and it is found that they lack certain skills 
like financial skills and so forth, one can take them to a course on financial 
management in order to be capacitated. 
4.7.2 Leadership qualifications 
Wills (2016) recognises leadership qualifications and experience as the main indicators 
that influence principal appointments internationally, but researchers suggest that these 
are not the best indicators to identify a good quality principal. In 2003, South Africa 
introduced a draft policy framework to develop a qualification in education management 
to be used as a pre-requirement for principal appointments (Bush & Heystek, 2006). The 
DBE (2016) and Planning Commission (2012) both supported the proposal to have a 
leadership and management qualification used as a pre-requirement for principal 
appointments. However, to date this proposal has never been implemented irrespective 
of the fact that the proposal has been well supported by other official reports and 
documents that have sought to improve principal appointments.  
Despite the fact that incumbent managers and principals were trained in this qualification, 
the decision to use the qualification during appointments of principals has never 
materialised. The participants in the study had diverging views regarding the leadership 
qualification to be used as a pre-requirement for appointing school principals. Five 
participants referred to the leadership qualification as a requirement that may 
disadvantage a number of teachers and prevent them from progressing to the level of 
principalship, unless there was purposeful training directed towards all those interested 
in becoming school principals. 
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One of the union members (UM1) elaborated on how the programme should be 
implemented for the benefit of all those who are interested in leadership positions. The 
following statement explained the participant’s thinking about the programme:  
Yes! Only if everyone is developed and given an opportunity to participate in that 
programme. This will ensure that the opportunity is not only limited to a certain 
number of persons but gives equal opportunity to everyone. The programme should 
target all teachers who have an interest in a course on leadership and management. 
However, the district official (DO) did not see any need for teachers to undertake a 
leadership qualification since it was not a prerequisite for principalship. This participant 
shared the same view as UM1 that having the qualification as a prerequisite would mean 
many teachers would be discriminated against, and they would be denied the opportunity 
to move up the ranks.  DO’s comment illustrated this form of thinking: 
I don’t know if you’ve seen a vacancy list, there is nowhere that it says you must 
have a leadership qualification. Even for a principal it doesn’t say that. Even with 
the lowest REQV 13 that is equivalent to a diploma you can qualify to apply to be a 
principal. No you cannot discriminate against them and not short-list them because 
they don’t have a qualification in leadership. 
One of the principals (P1) brought forth an argument in defence of those without the 
qualification, citing that particular persons might not be recognised during the short-listing 
process and actually miss out on the opportunity to contest the position. This participant 
did not recognise the necessity of having such a qualification. The participant was hesitant 
with regards to the qualification, explaining that sometimes a person goes to school and 
then studies, but after a while they cannot recall anything even though they the 
qualifications. 
This manner of thinking was further supported by one of the principals (P2) and one of 
the union members (UM2) who thought that any qualification after the teaching diploma 
had no value. They both thought that the system provided no recognition for such effort, 
as in no way did it give consideration for people who acquired this qualification. P2 and 
UM2 expressed that the decision to further your studies was individual and had nothing 
to do with the appointment process, but more to do with individual professional 
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development; if this professional qualification was going to be used as a prerequisite for 
appointments, it would prevent some of the teachers from coming through the system.  
Two other participants thought that the introduction of this qualification, especially for 
those who aspired to become principals, might add a significant value. The move might 
result in improved quality of leadership and a higher quality of education provided in 
township schools. These points of view were highlighted by both chairpersons (SGBC1& 
2): “Obviously if they can appoint a principal who is highly qualified and is experienced it 
will make a difference” (SGBC1).“I think that can improve the level of education in 
township schools. The standard of education and the passing rates will improve within 
the African schools” (SGBC2). 
4.7.3 Succession 
In South Africa there is no policy regarding succession that guides principal preparation; 
the perception was echoed by all the participants interviewed and is well supported by 
existing literature. Wills (2016: 121) put forth that in South Africa there are no policy 
guidelines that speak to principal succession. Two participants thought that discussion 
around succession planning was problematic because it might result in bias and deny 
some teachers the opportunity to contest for principal positions. One of the principal’s 
(P2) argument was, that if they were going to come to that, it would mean that because 
some teachers are quiet and reserved, they would never be noticed, although they might 
be capable – no one would know and be able identify their abilities.  
One of the union members (UM2) also spoke about problems that may emanate from 
succession planning. The participant outlined how demoralising it was if you knew the 
person could not run a school, lacked leadership qualities and yet that person was to be 
in charge of running the school; what was even worse, he expressed,  is that others were 
going to carry the burden and do the work, yet this person at the top, would be employed. 
The following statement portrayed the views of UM2: 
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You see the whole thing about succession planning is problematic because if you 
go through the emotions and everybody knows that this person will be getting the 
job, what’s the purpose of the process? There may be someone better in another 
school or more competent. So that person must also be given a chance. 
UM1’s strategy, on the other hand, was that there was no need to plan for succession 
since the deputy-principal by virtue of appointment, was the principal of the school. This 
participant believed that being in this post was enough to prepare an individual who 
aspired to be a principal. The responsibility provided some form of leadership and 
management experience, hence UM1 responded by saying: 
Usually it comes naturally that the one who has been the deputy-principal becomes 
a principal, because the person has already been at that level of principal but in a 
deputy post. It cannot happen that you identify a person and say let’s groom for 
principalship because it will allow for undue interference within the system. 
One of the chairpersons (SGBC2)thought more generally than others, by suggesting that 
professional development should be self-driven. It should be the individual attitude and 
self-determination that identifies them as potential leaders. The participant’s broader 
response was illustrated in the following comment: “No! The person interested in being a 
principal must develop themselves”(SGBC2).  
4.8 UNDUE INFLUENCE 
Wills (2016: 109) put forth that public education can have significant gains only if the 
education system is able to function efficiently without undue influence from union or 
political influences. Any influence to the appointment system undermines efforts to ensure 
quality education and compromises the levels of accountability in the system. Moreover, 
in the South African education system we have the dominant trade unions’ influencing all 
decision-making in the education system, therefore, rendering the system weak and 
unable to act without undue influence (Van der Berg et al., 2016). 
The South African Democratic Teachers Union is a teacher’s trade union in South Africa 
that is politically aligned to the ruling party because of historical political reasons. The 
Collective Agreement no. 2 of 2018 on vote weights, provides statistical information on 
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trade union membership in South Africa. This document recognises SADTU as the 
dominant teacher’s trade union with about 68% voting weight nationally and 58% voting 
weight in the Gauteng Province where the study was conducted. This dominance at the 
level of Labour Relations Council should be a point of concern, as it provides the scope 
for this union to influence all decisions relating to conditions of service for educators. 
Almost all senior positions within the bureaucratic structure in education are occupied by 
its members who influence decision-making at all levels of the system.  
According to Wills (2016:111), this level of influence has affected the autonomy of the 
system to make decisions independently, especially when it comes to senior position 
appointments, a view shared by most participants interviewed during the study. Heystek 
(2015) and Patillo (2012) found that where unions had undue influence on the system, 
officials turn to prioritising political affiliation, rather than their role of being civil servants. 
4.8.1 Corruption 
Almost every participant attested to the contention that corruption does exist with regards 
to the allocation of principal posts in township schools, although there was no tangible 
evidence to prove it. Surely, if people keep on speaking about this then somewhere down 
the line, something should happen starting from leadership downward. The Volmink 
Commission (Maromo, 2015) alluded to the statements of the participants by highlighting 
high levels of corrupt practices regarding the appointment of school principals. These 
findings from this report identified patronage and nepotistic appointments linked to 
unionism.  
Three participants discussed observing how people had become comfortable in taking 
the short cut. They believed people found no problem in paying the price and letting 
people come in and gain position or power. One of the chairpersons (SGBC1) discussed 
how grievances would never be lodged by unions, provided both the SGB and the union 
was involved in the acts of corruption. The challenge is that these short-sighted 
tendencies damage the system tremendously and, in my opinion, effective prudent action 
needs to be taken to resolve this problem. Moreover, even if you have the best policies, 
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if people know how to work the system, they will do so, unless some guarantees can be 
built in that can detect irregularities and deal with them. The comments by these three 
participants summed this up: 
You know that people are buying these [posts] … you know many SGBs are corrupt 
even though we say the SGB is the one that has got power as representatives of 
the community. So that’s why I say in appointing principals even teachers, there’s 
a lot of corruption that happens. When there’s certain posts at the school and people 
know you’re SGB they now phone and they put pressure on you. (SGBC1) 
You must understand that other educators, people who apply for posts some of 
them you think don’t know the SGB members, but you will be surprised when they 
call you. They will promise something you won’t believe, like I can give you ten 
thousand, I can give you twenty thousand. There are a lot of things that are 
promised.(SGBC2) 
There are rumours of selling of posts; it happens, I know people who have spoken 
to me personally. I have no evidence and when the former committee interviewed 
us, it was the same thing we said we know it’s happening but we don’t have hard 
evidence to give to you.(UM2) 
It is imperative to note that although these participants claimed rampaging corruption 
about the selling of posts, they also confided in me by highlighting the lack of evidence to 
support such claims. However, the private phone calls they received from teachers might 
be evidence enough to support these allegations. Their testimonies have brought forth 
another dimension to the study. This has highlighted the significant role that is played by 
teachers in support of these corrupt acts. In their opinion, teachers were the ones who 
initiated some corrupt tendencies in order to influence the SGB members to take 
decisions that favoured them during appointments. 
One of the union members (UM2) further elaborated on these tendencies by broadening 
the discussion through highlighting stories about how governing body parents have been 
bought for promotion posts and how some of them set their own price. He explained that 
as many parents on the governing body are unemployed, they are vulnerable and they 
cannot refuse an offer of about R10 000; therefore they have sealed the deal and that is 
the reality of life.   
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Two participants had a completely diverging view regarding this matter. One of the union 
members (UM1) and one of the principals (P2) believed that there was no selling of posts 
happening in township schools. UM1 strongly believed that the process was not only 
effective, but also a transparent system because there were observers to the process as 
well. In arguments brought forth by UM1,  the Ministerial Task Team report was used to 
back up the statements. This participant argued that if there was such tendencies a 
number of people would have been implicated in the report and criminal charges brought 
before them. Moreover, he explained that the unions could not influence the process 
because the law only allowed them to observe the process, nothing more. He continued 
by saying that the problem lay with those that did the  recommendations and 
appointments in the process; clearly, he felt that  you could not have people liable for 
something that was not within their framework of reference. One of the principals (P2) 
was conscious of the people responsible for the line of command during the process, 
hence he made the following comments: 
The recommendation was to say, it was going to implicate the line of march, the 
director, the MEC, the director, HoD. That means they were also paid because you 
also recommended the very same people – the very same person that was 
recommended by the panel. I would say they also played because this person 
doesn’t appoint or do anything but is an observer. So how do you implicate that 
person to say they were acting unduly? 
However, if I got R3000 from one panel member, it means that he also paid all the 
other officials involved in the process in order to influence them to score in a 
particular way.  I can also put it categorically to say it means we all benefited, 
because the signatures which appear on the documents are whose? The score 
sheets have whose signatures? Therefore, we are in it together. 
4.8.2 Manipulation 
According to Wills (2016: 109) the communities which are directly affected by these 
corrupt tendencies are likely to mobilise and protest on their own due to lack of trust in 
the system. This view is contrary to those of the participants, who believed that there were 
some elements of manipulation in the process at times by officials within, due to the 
seniority and supremacy regarding the post of principalship. Two participants believed 
that some of the officials within the schools purposefully gave parents and community 
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member’s classified information regarding the appointment process for their own personal 
interest in the post in order to destabilise the process.   
According to one of the principals (P2), in all the schools were there were community 
protests, you would find that the community was involved, not because of the process 
that was done, but because of someone that said that post was supposed to be mine 
within the community. The following comment portrayed the view of P2: 
Maybe you can say that in the townships schools, parents are mostly influenced by 
us within the school, teachers within the school with information. Saying the 
principal is so and so, giving wrong information. Sometimes giving right information 
that they are not even comfortable with and then you find that at the school they are 
toyi-toying saying that they don’t want this principal and all that. 
One of the chairpersons (SGBC2), also raised concerns regarding similar influences as 
stated in this comment: 
Okay let me put this into perspective; at times before the interviews are finalised 
and the panel had completed the reports, you already find some educators in the 
school already toyi-toyi. Where did they get the report because the panel never 
gave the report and members of the panel signed the confidentiality clause? 
One of the chairpersons (SGBC1) viewed aspects of manipulation as directly linking to 
officials involved in the process of interviews, by leaking information to certain candidates 
in order to put them in privileged positions, so that they can get appointed. According to 
this participant, the system of appointing principals in township schools was problematic 
and never fair. However, at times they had to comply with the system in order to avoid 
instabilities regarding principal appointments. This participant outlined how officials 
manipulated the process in this comment:   
There are people who are clever within the panel, they formulate good questions 
but only to find that they already know one of the people they are going to interview 
– they have given the person those questions. There are so many things that are 
happening because a principal is someone very big in the school. Sometimes we 
can give tips that questions like this and questions like that will be asked. Always, 
always there is no fairness. The process is never fair but you know at times we have 
to comply because we do not want principals that will come and go all the time. 
(SGBC1) 
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Another participant was the official (UM2) from one of the unions in the bargaining 
chamber and part of the Education Labour Relations Council. In this participant’s 
deliberations, that were influenced by participating in formal structures within the 
education sector, there were empirical findings that some educators had manipulated 
their qualifications. This participant (UM2) stated that he had heard that many people did 
not get through the last hurdle because their qualifications were a problem. And 
amazingly, the qualification that was mostly fraudulent was the matric certificate. This 
participant’s understanding was supported, based on his opinion that these corrupt 
tendencies occurred because of poor practices in the education system.  Moreover, there 
were practices by unions of patronage appointments based on political affiliations. The 
manner in which these were done was outlined in the following comment: 
But we also are not very comfortable with the way things are done currently 
because, I’ve got no hard evidence as I’ve said to you earlier, there are ways, you 
know the word we use in politics, deployment, deployment happens in education 
whether we like it or not. (UM2) 
4.9 CREDIBILITY OF THE PROCESS 
4.9.1 Effectiveness 
According to Wills (2016) the officials that should hold principals accountable for work 
performance are jointly members of the same union. Therefore, it makes it difficult to hold 
these principals accountable and to impartially implement regulations and laws regarding 
underperformance. All the participants had doubts regarding the current system and 
procedures used for recommending and appointing principals, even though there were 
two participants who thought that the system of appointment was effective. They had 
some doubts regarding certain aspects of the system.  
The district official (DO) raised some concerns regarding only using one method 
[interviews] for selection that was not strengthened by other recruitment strategies as 
practiced in other progressive countries. The one principal (P1) stated that, although 
parents were given a mandate in the process, they could not be held accountable even if 
the incorrect decision was taken regarding an appointment. This participant found it 
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strange that parents who had not much education and that, probably from township 
schools, had to interview a professional for a principal position. They had to effectively 
decide amongst themselves who was better than the others, and recommend and hire 
someone  to perform a job when that did not even know what the job entailed. 
Another participant who was a parent member of the SGB did not feel that the department 
recognised their presence and contribution in the process and maintained that: 
No, we are just there to fill in the law to say SGB was there, was involved. But what 
I know with my experience in SGB I could tell most of the time our principals are 
given to us by the department.(SGBC1) 
One of the chairpersons (SGBC2) and one of the principals (P2) considered the 
appointment process as a destructive system that needed to be changed to avoid 
destroying the future of the current generation. These participants commented on the 
weaknesses in the system as reflected in their comments: 
Clearly at the end of the day our kids, our learners, are the ones that are suffering 
because the government compromised the future of the learners. That’s why I say 
somewhere, somehow, I don’t feel comfortable about the current system. (SGBC2) 
So don’t you think that if that was the case to say the correctional part of it has to 
happen. They have to change and intensify their selection process, that’s what they 
have to do in order for the majority of schools to get the best selection.(P2) 
However, one of the union members (UM2)was also concerned regarding how the 
authority and power that was vested in these senior positions gets undermined by those 
who appointed and recommended candidates with a lack of experience and capacity to 
perform effectively in these posts. The participant felt threatened by the present situation 
and pointed out: 
What we’ve discovered throughout the years now, many people jump from post 
level one to principal. In fact they will jump, some of them have jumped from post 
level one to directorship. It just doesn’t make sense. You will not have that capacity. 
(UM2) 
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4.9.2 Complexities 
The pivotal aspect of institutional functionality is the ability to provide quality education 
and to ensure organisational stability (Hallinger & Heck, 1998; Mourshed et al., 2010). 
According to the DBE (2016), township schools are faced with many problems including 
principal appointments. There were very serious challenges revealed through identified 
statements of participants and literature on the topic, reflecting on potential threats to the 
sustainability of township schools. The majority of the participants were conscious of the 
immediate need to attend to these existing challenges, and felt that should they be left 
unattended, they would create serious instability in these schools and perpetuate the 
socio-economic dimensions that were already affecting these communities. One 
participant raised some concern regarding instability that emanated from principals who 
lacked capacity to lead and manage schools effectively. Mostly, as mentioned before,  
they get appointed to senior position because of their affiliations to unions and not based 
on knowledge, skills and experience relating to the post.  This comment encapsulated the 
belief of SGBC1 regarding the stability in appointments: 
Sometimes they take them to the department and give them other posts and there 
is lack of stability. So in the townships we are always having principals who are still 
learning to be principals. But today we have principals for two or three years then 
they get appointed at the department. They are now being [promoted] you know. In 
actual fact they are not promotions but they were just given those posts, they were 
pushed there.  
Two of the participants had highlighted similar challenges regarding the lack of stability in 
these schools caused by a serious threat from weak leadership tendencies. One of the 
chairpersons (SGBC2) and one of the union members (UM2) highlighted the problem with 
regards to the closure of some of the schools in township areas based on leadership 
complexities. These participants explained that this problem was peculiar to these 
schools as some of the learners were not schooling in their communities and were bussed 
regularly to schools in other communities. However, the legislation prohibits this practice 
by technically limiting learners to a school close to their geographic settlements, yet you 
have students attending schools outside catchment areas in search of better quality 
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education (De Kadt, 2011; Cosser & du Toit, 2002; Gustafsson, 2011). The comment by 
SGBC2 attested to the assumption of this peculiar challenge:  
The challenges regarding weak principals being deployed in township schools has 
resulted in some schools shutting down from reduced enrolment figures. The main 
contributing factor emanates from a number of parents who take their children to 
the private and affluent schools. Moreover, there are some schools in Soweto that 
were closed because of leadership challenges. 
One of the participants recalled how a principal was intimidated by the community 
members immediately after his appointment to a new school. They demonstrated against 
this principal’s appointment at the school because it was not the person they wanted for 
this post. A lot of injustice was held against the principal,  resulting in safety concerns. 
The principal ended up not attending school because some community members were 
against the appointment and very little support was provided by the department to 
improve the situation. In the participant’s view, the department subjected this principal to 
the same conditions. This community action destabilised the learner’s right to quality 
teaching and learning because they had to spend days without going to school.  
One of the union members (UM2), in a similar vein with other participants regarding the 
stability in these schools, has received various complaints from union members working 
in township schools. These members believed that the principals at some of these 
schools purposefully increased the admission roll of the learners so that their schools 
could be changed to a Grade P5 level.  Once the school was now at Grade P5 level, the 
principal’s salary was increased. The practice resulted in some instability in many schools 
leading to overcrowding and others running empty. In the participant’s argument, some 
principals were no longer worried about the workload of the teachers, but were more 
worried about raising the enrolment in order to benefit themselves. This union member’s 
(UM2) comment showed an insightful explanation with regards to problems relating to 
principal appointments:  
Now what has happened with the ELRC they’ve got a dispute section, 80% of the 
disputes relate to appointments. So it tells you that there are problems with 
appointments. Whether it’s from the employer side, the governing body side, I’m 
not sure. 
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4.10 CONCLUSION 
This chapter offered an in-depth interpretation of the findings based on the information 
collected from both the literature and interviews from participants. The chapter began by 
outlining the focus of the study that was to investigate the extent to which factors 
mentioned in the study and those that emerged during the study influenced the effective 
appointments of principals in some South African township schools. The data was 
gathered using interviews, document analyses and observation in order to understand 
the selection process that was generally used to recommend and appoint principals. 
There were seven participants interviewed during the study and all were involved in the 
appointment process of school principals. Several main open-ended questions were 
asked with sub-questions to probe the participants. All these questions were based on 
the concepts that emerged from the literature, the main aims and objectives of the study. 
As the researcher, I identified seven themes with their categories. The first theme was 
about the selection process. Almost all the participants had some basic understanding of 
the selection process used for principal appointments in this province. They recognised 
that the legislation required SGBs to make recommendations regarding appointment 
decisions. It was evident from the comments that the final decision to appoint was vested 
within the Department of Education. According to some of the participants, it was possible 
for one to become a school principal in a township school without any prior experience of 
school management. Despite interference in the process the findings divulged that policy 
had an important role in the decisions that influence principal appointments. 
The second theme was based on the interference by stakeholders responsible for the 
process. Three role players were identified to be involved in the appointment process with 
different functions. Unfortunately, the evidence in the study recognized some degree of 
interference by teacher unions in the appointment process of principals. Some of the 
evidence from the comments made by the participants and the literature reviewed showed 
that the unions turned to participating in the process rather than maintaining their role of 
observers. Furthermore, the other interference was by the Department of Education and 
it appeared to be twofold. One was legal and allowed the department to interfere with the 
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process during appointments, should it be found that the recommendation by the SGB 
was based on undue influence. The other one was illegal, based on political patronage 
and favouritism.  
The third theme was about development and the findings starkly alluded to the fact  that 
principals were not prepared adequately before they were appointed to their leadership 
roles. Moreover, a number of participants perceived the leadership qualification as a 
stumbling block that might disadvantage and prevent most teachers from progressing to 
principal positions, if the qualification was used as a requirement for appointment. Despite 
all these revelations, the study also found that in South Africa there is no policy regarding 
succession that guides principal preparation; this perception was echoed by all the 
participants interviewed and is well supported by existing literature. In addition, the other 
discovery was that the parents in the panels lacked the capacity to fully perform their 
function and they needed to be adequately trained if they were to perform the functions 
effectively within the process. 
The fourth theme was based on undue influence and almost every participant attested to 
the contention that corruption does exist regarding the allocation of principal posts in 
township schools, although there was no tangible evidence to prove it.  There were some 
elements of manipulation of the process at times due to seniority and supremacy 
regarding the posts of principalship and these tendencies tended to destabilise the 
appointment process.  
Finally, the fifth theme related to the credibility of the process and some participants had 
doubts regarding the current system and procedures used for recommending and 
appointing principals. These participants had some doubts regarding certain aspects of 
the system; therefore, they viewed these aspects in a serious light and believed that they 
would be a potential threat to the sustainability and stability of these schools, if they were 
left unattended too. The existing challenges in the appointment system if left unattended 
would create instability and perpetuate the cycle of economic and social challenges that 
existed in these communities.  
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CHAPTER FIVE 
RESEARCH OVERVIEW, CONCLUSIONS AND RECOMMENDATIONS 
 
5.1 INTRODUCTION 
This chapter concludes the study by providing an overview of all the chapters, followed 
by outlining the discussion to draw conclusions on the findings. Recommendations will 
also be identified that can be considered, in order to improve the principal appointment 
system in South Africa with specific reference to township schools. The discussion will 
corroborate whether the research question, aims and objective were attained in order to 
determine which factors influenced the effective appointment of principals within the 
contextualised schools. Indeed,  the findings collaborate with the themes and categories 
from the participants’ views and the literature. Simultaneously, all the evidence starkly 
attests to enigmatic persistent practices influencing principal appointments, whilst also 
recognising the gaps in related literatures that will enable researchers to pursue further 
studies. In conclusion, the limitations of the study are discussed and prudent 
recommendations that are significant in strengthening the process are provided.  
5.2 BRIEF OVERVIEW OF THE STUDY 
Chapter One: This chapter outlined the summary of the facts from various reports and 
research studies, citing the factors that influence the effective appointment of principals 
as an overview of the introduction to the study. The discussions on the rationale of the 
study highlighted what I saw as the problem of the system of principal appointment, which 
is what sparked my interest to undertake the study. It is through the contextual 
background that I was able to provide my subjective views on the challenges observed 
overtime, regarding unfair and discriminatory practices in the appointment system. 
Furthermore, I provided a comparative analysis on how this research intended to differ 
from other similar studies on principal appointments. Moreover, the aims and objectives 
were very clear in terms of what needed to be achieved by the end of the study. 
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Chapter Two: In the review of the literature this chapter provided an overview of the 
circumstances that lead to undue influences in the appointment process and the reasons 
behind the Department of Education’s lack of decisive action to curb such practices. In 
addition, I evaluated the factors that hinder effectiveness in the standardisation of the 
process to ensure professionalism and improvement of appointments. Furthermore, the 
chapter focused attention on the comparative studies of appointment practices in other 
countries, in an attempt to rationalise the impact of such appointments on the countries’ 
education systems. 
Chapter Three: The main objective of this chapter was to discuss the research design 
and methods applied in this study. Various techniques for collecting and analysing data 
associated with qualitative research methodology that fit the purpose of the study were 
explored, in order to develop an in-depth knowledge of the phenomenon being 
investigated. The study was conducted in the Johannesburg Central District and this 
district was purposively selected because of recent media reports regarding community 
protests in relation to principal appointments. Furthermore, it was also selected for its 
convenience with regard to the sites or individuals from which I could easily access and 
collect data. 
Chapter Four: This chapter offered an in-depth interpretation of the findings based on the 
information collected from both the literature and interviews from participants. There were 
seven participants interviewed during the study and all were involved in the appointment 
process of school principals. Several main open-ended questions were asked with sub-
questions to probe the participants’ views. All these questions were based on the 
concepts emerging from the literature and the main aims and objectives of the study. 
Furthermore, I identified seven themes with their categories, in order to develop an in-
depth interpretation of the findings. 
5.3 FINDINGS AND CONCLUSION DRAWN 
Moriba and Edwards (2009:106) highlight that leadership appointments in township 
schools are subject to corruption, nepotism, bribery, cronyism and union affiliation, which 
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are  more significant than quality or competence in selecting principals. However, most 
literature reveals that union influence sometimes transcends the appointment regulations, 
even more so where the SGB of a school are weak and lack capacity (DBE, 2016; Van 
der Berg et al., 2016; Wills, 2015). According to Mathibe (2007:689), the process of 
appointing these principals lacks authenticity, meaning that school leadership and 
management are in the hands of technically unqualified personnel. 
A number of reports and some participants identified gross irregularities and interference 
regarding the appointment of school principals. The level of interference not only involves 
unions, but almost all the stakeholders participating in the process. Sometimes it involves 
conflict, where the appointments go against the recommendations of SGBs, at the 
demand of powerful unions (DBE, 2016; Taylor, 2014). These challenges are mostly 
affecting poor township schools that are exposed to the political influence of organised 
groups (Wills, 2014). In reference to The Ministerial Task Team Report (DBE, 2016) which 
found no gross malpractice and undue influence regarding the promotional appointments 
in schools, the fact that this report found some elements of interference, even if it was 
only in a few cases, clearly demonstrates that there is some undue influence in the 
system. Therefore, all the above evidence from the listed documents and some of the 
participants interviewed in the study, allude to the fact that there was and is interference 
in the appointment process; whether the interference is direct or indirect is a moot point. 
The data strands above,  prove that appointing inexperienced and professionally 
untrained principals for leadership and management posts, has negative consequences 
for school performance and student gains. This practice makes it difficult for some of the 
schools to provide quality teaching and learning. In some cases, principals are promoted 
with less understanding of legislative framework, conflict management, staff motivation 
and capacity to deal with discipline matters in the school (van der Berg et al., 2016:34). 
In probing these allegations the following themes where identified: 
1. Selection process; 
2. Interference; 
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3. Development; 
4. Undue influence; 
5. Credibility of the process. 
5.3.1 Selection process 
This theme was divided into three different categories involving appointments, experience 
and policy decisions. The general finding regarding the selection process was that all the 
participants interviewed during the study had a basic understanding of the selection 
process used for principal appointments in this province. Their responses were vividly in 
coherence with reference to the document Collective Agreement no. 2 of 2005, that is 
used to regulate selection and appointment procedures for the Gauteng Department of 
Education. This policy was based on the following legislation, the Employment of 
Educators (EEA) Act no. 76 of 1998, that allows the Head of Department of Education in 
the province to appoint the school principal, after the governing body of a public school 
has made their recommendations. This is done in line with the South African Schools Act 
84 of 1996, that stipulates that only the HoD in the province has the authority to promote, 
transfer and appoint any of the educators in that province.   
Although all the participants had an understanding of the basic requirements regarding 
appointment to a principal post as outlined by relevant policies, their understanding varied 
regarding the concept “appropriate experience” used by the vacancy circular that 
prescribes eligible applicants who may apply for principal positions. Two participants 
interpreted the term as relating to management experience, whilst the other five 
participants thought the term referred to teaching experience. Therefore, it was a clear 
sign of inconsistency that it was interpreted differently by participants involved in the 
appointment process and it had significant implications for the selection and identification 
of potential candidates. 
According to the GDE Recruitment and Selection Policy (2018) that is based on the 
Personnel Administrative Measures (PAM) document and other relevant legislation, 
management experience is not a mandatory pre-requirement for consideration for a 
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candidate to be appointed to become a school principal. Principals are often appointed in 
township schools without specific consideration for leadership experience (Wills, 2016). 
This premise is supported by two participants who strongly believed that in township 
schools, principals often get appointed without any knowledge and management skills, 
leading to possible collapse and closure of these schools. In their opinion, these principals 
were only interested in the salary package that came with the job title of being a principal, 
because they had never been in management positions before.  
However, international literature shows that in counties like Singapore, Poland, Austria, 
Denmark, United States of America and the United Kingdom, school principals are 
generally identified through initiatives that measure the individuals potential against 
various values and competencies and are appointed using selection criteria based on 
school leadership and management experience and additional qualifications (Bush, 2008; 
Fink, 2005). It is plausible in South Africa that principal appointment does not identify 
additional academic qualifications and leadership experience as a prerequisite for 
appointment to principalship positions. 
The findings divulged that policy has an important role in the decisions that influence 
principal appointments. The anecdotal evidence in this study revealed that despite the 
challenges associated with appointments in township schools, policies remain the main 
guideline for principal appointment decisions. It is presumed that appointment decisions 
are endorsed in the Education Labour Relation Council (ELRC) and if a decision has not 
been changed in the Personnel Administrative Measures (PAM) document, it will not be 
implemented. It is only once the resolution resonates in the PAM document, that it can be 
used for decisions regarding the appointment of educators.  
Two of the participants expressed their dissatisfaction regarding the manner in which 
decisions were made. They felt that lack of consultation and involvement of other 
stakeholders was the main reason for resistance against some of the decisions made by 
the department. Wills (2016:109) also puts forth that any new policy to be implemented 
may need a buy-in from the unions and SGBs for effective consideration. Other 
participants were dissatisfied about the voting weight system used at the ELRC to make 
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decisions. Their argument was that often good effective decisions ended up not being 
considered because of insufficient numbers to support the motion. This factor influences 
appointment decisions because the majority view and the majority vote decide the 
direction of the policy even if the collective agreement is erroneous.  
It is therefore important that when principals are appointed, only the best professional 
candidates should be recommended for appointment to ensure that the school becomes 
effective, competitive and successful. This is especially the case with public township and 
rural school principals, who are expected to perform the same roles as their counterparts 
in the previously-model C schools, with limited resources. Therefore, it is against this 
background that the process of appointing principals needs to be fair and authentic in 
order to ensure that only the best candidates are appointed as school principals. 
5.3.2 Interference 
The theme was extracted in three categories that involved the role of trade unions, the 
SGBs and the Department of Education.  It is highly pivotal to understanding the role of 
different stakeholders in the process, in order to determine the extent to which the officials 
responsible for appointments apply the legislation and policies in line with the procedures. 
The aim of the process is to ensure that there is no undue influence on the committee 
responsible for recommendation for appointment. However, some of the participants 
interviewed during the study and the literature revealed that sometimes the stakeholders 
overstepped their scope of reference; the process was further impacted where SGBs 
were weak and lacked capacity (DBE, 2016; Van der Berg et al., 2016; Wills, 2015). The 
scope of interference was occurring at every level of the system, leading to undue 
influence. 
The participants had different understandings with regards to the role of teacher unions 
in the appointment process. Some of the participants believed that teacher unions were 
not allowed to interfere with the appointment process in any form. They stated that union 
representatives could report any unfair practices observed during the proceedings and 
bring it to the attention of the Head of Department in the province, before an appointment 
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was made. However, the literature and some of the participants revealed that unions 
engaged in more than just their role of observation; at times they actively participated in 
the process (DBE, 2016; Wills, 2015). This was also supported by the DBE Report (2016) 
which put forth that unions generally play an active role during the process rather than 
just performing their statutory role to observe the process. Various media reports have 
placed the appointment of new school principals in the spotlight following community 
protests across the country. They have accused the DBE of only appointing SADTU 
members and peddling corrupt practices (Daily Maverick, 2017; Eyewitness news, 2017; 
De Villiers, 2017; Sunday Times, 2017). Zengele (2013:19) points out that the majority of 
SADTU officials continue to manage key positions in the entire bureaucratic structure, 
with principals deployed in almost every township school. 
This view is also shared by other participants who brought to light that the current system 
of appointment was highly influenced by the trade union SADTU. The practice is evident, 
in that almost every school in the township areas have principals that are members of 
SADTU. If policy is to be correctly implemented and has a negative effect on these 
deployed principals, this might not resonate well with the union. Moreover, it is also known 
that even the regional directors are members of SADTU. Therefore, the practice 
compromises accountability in all the levels of the system. Furthermore, the participants 
identified a problem in the system where all senior officials belonged to the same union, 
with patronage tendencies to pursue the union agenda. 
The rationale for involvement of the SGB in the appointment process, is to bring 
governance to the level of the people and to ensure participation of parents in the process 
of selecting teachers who will educate their children. Most of the participants were in 
agreement with this premise by mentioning the legislation as the hallmark requiring the 
SGB to be part of the appointment process. Furthermore, this was to ensure ownership 
of the decision for appointing the principal and selecting the best candidate for the job. 
Various studies and the participants put forth that most SGBs especially in township and 
poor schools, are tasked with the responsibility of recruiting professionals, whilst they lack 
capacity and credibility of managing the process leading to undue influences (DBE, 2016; 
Wills, 2015). The MTT report (2016) highlights that there is no provision in the education 
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legislation that requires SGBs to account for their essential function of recommending 
principals during the appointment process.  
Bush and Heystek’s (2006) comparative studies regarding the capacity of parents on the 
SGB, found that although parents are involved, they do not form the majority; no parent 
serves as a chairperson and students are not part of the body.  Therefore, the issue of 
parent capacity is not that much of a problem, as their involvement in the process is 
limited. Some of the participants regarded the role of parents in the SGBs as bringing 
highly skilled and knowledgeable input to the process, because their belief was that the 
department required them to lead the process, whilst also dealing with other highly 
capacitated people in the system.  They understood that it was the law that provided the 
SGB with the power in the process, but many of them felt that sometimes, they lackedthe 
capacity. 
Two other participants identified the capacity of parents as dependent on their intellectual 
capacity and standard of education, rather than the training received during orientation or 
workshops. The fact that their capacity of dealing with the process differed, demonstrated 
that their level of understanding and implementing of the procedures for appointments 
was not the same. Therefore, this could have negative effects, especially for those SGBs 
that are less capacitated. Similar discussions were raised by another four participants 
who highlighted that the education levels of most parents serving in township school 
SGBs, were problematic. These parents served on the SGBs based on their interest in 
their children. The participants did not know how they were expected to score 
professionals and decide on their job prospects, while they were clueless about what the 
job entailed.  
In terms of the Employment of Educator Act 76 of 1998, interference by the department 
is permissible in the process of appointments in order to ensure fairness and protect the 
values of the Constitution. However, the data presented in the study reflected that the 
interfering influence of the Department of Education was not welcome. Some media 
reports referred to community protests as influenced by the Department of Education’s 
actions in the appointment process as based on favouritism, manipulation and nepotism 
  
   
88 
(Eyewitness news, 2017; Sunday times, 2017). However, some of the participants 
understood the statutory obligation vested with the Department of Education to appoint 
principals but they were not in support of the view.  Other participants on the other hand, 
believed that no one had the right to oppose the decision of the department regarding 
appointments. These participants contentions are erroneous regarding the regulation 
regulating appointments;  the Employment of Educators Act stipulates that the SGB has 
to appeal the decision by the HoD to a member of the Executive Council.  
Two of the participants thought that you needed to have the right connections at the 
department in order to be considered for principal appointment in some of the township 
schools. These participants were very convinced that without connections you would 
never be appointed. There were discussions that if you were not politically connected or 
involved in certain structures of certain organisations the chances of being appointed to 
a principalship position was very limited. Therefore, the discussions above highlight how 
principal appointments should be conducted if quality education is of paramount important 
for all children, especially in township areas and poor communities. It is pivotal that those 
who get promoted to principalship positions have diverse skills and knowledge that will 
enable their schools to function more effectively, in order to improve student academic 
performance. 
5.3.3 Development 
The participants in this study starkly alluded that principals were not prepared adequately 
before they got appointed to their leadership roles. Principal developmental courses are 
usually done after the individual has been appointed to the principal position. However, 
two of the participants regarded this training as not adequate to prepare principals for 
their jobs. These training courses are offered for one or two days by the district. To 
compensate for this lack of training, these participants had to find other ways to develop 
themselves professionally. In addition, other participants believed that the training to be 
offered to principals should not be a one size fits all situation. There should be a skills 
analysis in order to identify the individual needs of each principal and training should be 
arranged that is in accordance with their needs. If schools are to have a competitive edge 
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and quality leadership, management development is an integral part of the process. 
Unfortunately, in township schools most of the principals run the schools without 
experience and rely heavily on common sense and subject themselves to making many 
mistakes (Bush & Heystek, 2006).  
According to Agezo (2010:700), principals in the 21st century need to be visionaries, 
instructional leaders, curriculum specialists, disciplinarians, facility managers, public 
relation experts, legal analysts, technology experts, and counsellors, among others. 
Principals must possess the requisite skills, capacities, and commitment to lead their 
schools. Principals must think strategically, maintain integrity and interpersonal 
sensitivity. 
Wills (2016) recognises leadership qualifications and experience as the main indicators 
influencing principal appointments internationally, but researchers suggest that these are 
not the best indicators to identify good quality principals. Hence, promotion to 
principalship posts is possible without any formal leadership preparation (Legotlo, 
2014:217; Wills, 2016:121).Despite the highlighted research findings, the literature in this 
study revealed that in South African township schools, educators are continuously being 
promoted to principalship positions without prior leadership experience or leadership 
qualifications.  
Although it has been widely accepted that the principal’s role has become more complex 
and demanding in the 21st century (Bush, 2013:38; Bush & Glover, (2016:85; Drysdale et 
al., 2009:697; Glasspool, 2006:1; MacNeil et al. 2009:76), this is partly due to increasing 
accountability pressures and the need to produce good student outcomes to enable 
countries to be competitive in an increasingly global economy. 
However, most literature shows that The School Management and Leadership 
qualification for school principals that was registered with the South African Qualifications 
Authority (SAQA) in 2007, under the name Advanced Certificate in Education (ACE) 
School Leadership and Management, was initially recommended to be utilised as part of 
the requirements for consideration when principals are appointed (Bush & Heystek, 2006; 
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Van der Westhuizen & van Vuuren, 2007:52). The DBE (2016) and Planning Commission 
(2012) both supported the proposal but to date it remains non-mandatory, leading to a 
lack of implementation as new principals continue to be appointed without the ACE 
programme being a prerequisite for consideration.  This is despite some studies, such as 
Msila (2010:175) who revealed that this programme has contributed significantly in 
improving rural and township school leadership and management practices. Studies show 
that aspiring principals need to be prepared for the complex and pivotal role that requires 
specialised skills diverging from those of classroom teaching. Despite this practice, 
research by Wills (2016) and Zengele (2013:18) reveal that most of these principals only 
have a diploma in education, while suitably qualified professionals in educational 
management are overlooked. 
The participants in the study had diverging views regarding the leadership qualification to 
be used as a pre-requirement for appointing school principals. Five participants referred 
to the leadership qualification as a requirement that may disadvantage a number of 
teachers and prevent them from progressing to the level of principalship, unless there 
was purposeful training directed towards all those interested in becoming school 
principals. Two other participants thought that the introduction of this qualification, 
especially for those who aspired to become principals, might add significant value. The 
move might result in an improved quality of leadership and highly qualified principals with 
experience. Moreover, this move would improve the level and standard of education in 
township schools. Bush (2009:59) suggests that all principals must go through an 
Advanced Diploma in education, while aspiring principals should undertake the ACE for 
school leadership and management. 
Wills (2016:121) put forth that currently there is no system used to identify who becomes 
a principal and no national policies or guidelines regarding leadership succession. The 
participants in the study had different views regarding the principal succession debate. 
Two participants thought the discussion around succession planning was problematic 
because it might result in bias and deny some of the teachers the opportunity to contest 
principal positions. One of the participants also spoke about problems that may emanate 
from succession planning. The participant raised a concern about how a less deserving 
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person who is identified as lacking leadership qualities – without the ability to manage a 
school – is chosen to be the person in charge of running a school. This would be 
discouraging to others knowing that they would have to carry the burden and do the work, 
yet this person at the top was just employed.  
Another participant was of the view that the deputy-principal is entitled to succession 
development based on the position in the hierarchy. The succession occurred naturally 
because the deputy should be the successor of the incumbent principal. Therefore, the 
process provided some form of leadership and management experience at that level. 
However, there was also a concern raised by this participant with regard to the 
development of the deputy-principal for succession purposes. The concern raised was 
that in South Africa the system does not offer any guarantee that once an individual has 
been appointed to a deputy-principal post, he/she would automatically become a 
principal. 
Furthermore, schools have a responsibility to develop and identify potential senior 
teachers for leadership development (Bush, 2008; Fink, 2005). The consideration should 
be done after extensive school leadership preparation and succession programmes, with 
further mentoring and coaching after appointment by experienced principals (Pont et al., 
2008). In addition, Miskel and Cosgrove (1985) and Hart (1991:451) put forth that 
principal succession is a disruptive process that galvanises normal relations and also 
leads to lower teacher morale within the school.  It is therefore against this background 
that school principals should be carefully identified with stringent criteria to ensure that 
the best candidates get appointed. 
5.3.4 Undue influence 
Moriba and Edwards (2009:106) highlight that leadership appointments in township 
schools are subject to corruption, nepotism, bribery, cronyism and union affiliation more 
significant than quality or competence in selecting principals, even though the system has 
set formal requirements for people to be appointed into principalship positions. It appears 
that the selection criteria are purposefully ignored, leaving open the possibility of personal 
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factors and affiliations being more important than leadership capability when such 
appointments are made. According to Wills (2016: 111) this level of influence has affected 
the autonomy of the system to make decisions independently, especially when it comes 
to senior position appointments, the view that was mostly shared by other participants 
interviewed during the study. Almost every participant attested to the contention that 
corruption does exist regarding the allocation of principal posts in township schools, 
although there was no tangible evidence to prove it. The ELRC Annual report (2017) 
highlights that most of the cases referred are in relation to unfair labour practices 
regarding appointments and promotions.  
Maromo (2015) states that cronyism, corruption and nepotism have become the order of 
the day when it comes to principal appointments in poor township schools. It is essential 
that these allegations should be verified because if left unchecked will compromise the 
quality of education for the poor masses of our country. Once it is realised that these 
allegations are taken seriously, the resultant actions will restore confidence in our 
education system and give hope to the hopeless communities who lack trust in the actions 
of the education department.   
Three participants discussed observing how people had become comfortable in taking  
short cuts. The participants highlighted how people were buying these posts. The 
participants highlighted rampaging acts of corruption between teachers and SGB 
members. They also indicated that if there was a promotion post at their school, teachers 
would start phoning the SGB chairperson and putting pressure on them, and offering them 
large sums of money. One of the participants justified that the rumours of selling of posts 
was happening, because people knew about it and continuously speak about these 
corrupt tendencies. It is imperative to note that although this participant claims rampant 
corruption around the selling of posts there was a lack of evidence to support such claims. 
However, the private phone calls some participants received from teachers might be 
evidence enough to support these allegations.  
Two participants had a completely diverging view regarding this matter. They argued that 
there was no selling of posts happening in township schools. These participants used the 
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findings from the Ministerial Task Team report (2016) to back up the statements. 
According to the participants, if there were allegations about unions selling principal posts, 
those involved would have been implicated in the report and criminal charges would have 
been brought against them. Moreover, they felt that the unions could not influence the 
process because the law only allowed them to observe the process and nothing more. 
Therefore, according to them, the problem lay with those that put forward the 
recommendations and were involved in the appointment process.  
According to Wills (2016:109), the communities which are directly affected by these 
corrupt tendencies are likely to mobilise and protest on their own, due to a lack of trust in 
the system. However, these protests disrupt teaching and learning in poor areas and 
township schools, where they are often experienced. Therefore, the protest leads to 
children not going to school for days, missing out on their education while waiting for the 
matter to be resolved. Moreover, the media reports highlighted high levels of violence and 
intimidation by some parents, against those who wanted to send their children to school 
(De Villiers, 2017). In some communities, protesters felt aggrieved with the appointments 
and requested the DBE to curb the current appointment practices, replacing it with a 
system that would provide equal opportunities for all educators. They blamed the current 
system for promoting unequal tendencies and lacking transparency. 
This view was contrary to those of the participants who believed that there were some 
elements of manipulation in the process at times by officials within, due to their seniority 
and supremacy, regarding the posts of principals. Two participants believed that some of 
the officials within the schools purposefully gave parents and community member’s 
classified information regarding the appointment process for their own personal interest 
in the post, in order to destabilise the process.  One of the participants cited, that in all 
the schools where there were community protests, you found that there was a community 
involved not because of the process that was happening, but because of someone who 
was aggrieved about the appointment.  
Another participant viewed aspects of manipulation as being directly linked to officials 
involved in the process of interviews, by leaking information to candidates in order to put 
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them in amore privileged position than others, so that they could get appointed. According 
to this participant, the system of appointing principals in township schools was 
problematic and never fair. Some panel members volunteered to formulate questions, 
and only later it was discovered that the questions had already been given to one of the 
candidates. Furthermore, there have been some empirical findings that some educators 
have manipulated their qualifications. The finding was that the qualification most 
fraudulent was the matric certificate. 
5.3.5 Credibility of the process 
Bush and Glover (2016:88) concluded in their studies that educational leadership 
positions should encompass and be based on merit and certification that demonstrates 
the potential for good leadership practice.  Mathibe (2007:689) put forth that the process 
of appointing these principals lacks authenticity, meaning that school leadership and 
management are in the hands of technically unqualified personnel. All the participants 
had doubts regarding the current system and procedures used for recommending and 
appointing principals.  
Even though there were two participants who thought that the system of appointment was 
effective, they had some doubts regarding certain aspects of the system. One participant 
raised some concerns regarding the use of one method [interviews] for selection that was 
not strengthened by other recruitment strategies as practiced in other progressive 
countries. In Turkey, the selection and appointment of school principals is done through 
an examination system. The regulation stipulates that candidates who pass this exam 
should complete an in-service training programme that will allow them to obtain a 
management certificate after post-training assessment (Sezer et al., 2016:336). 
According to the DBE (2016), township schools are faced with many problems including 
principal appointments. There were very serious challenges revealed through identified 
statements of participants and literature on the topic reflecting potential threats to the 
sustainability of township schools. One of the participants recalled how a principal was 
intimidated by the community members immediately after his appointment to a new 
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school. They demonstrated against this principal’s appointment at the school because it 
was not the person they wanted for this post. One other participant believed that the 
principals at some of these schools purposefully increase the admission roll of the 
learners so that their schools can move to Grade P5. Once the school has been classed 
at Grade P5, the principal’s salary gets reappointed at a higher level. This practice has 
resulted in some instability in some of the schools, leading to either overcrowding or 
empty schools.  
5.4 RECOMMENDATIONS 
In dealing with the factors that influence the effective appointment of school principals in 
South African township schools, the following recommendations seek to strengthen the 
process of appointment, in order to ensure that credible, experienced and competent 
leaders are appointed.     
5.4.1 Recommendation 1: To strengthen the selection process 
5.4.1.1 Appointments 
• In order to avoid confusion and misinterpretation regarding the terminology 
“appropriate experience” used in the vacancy circular that advertise promotion 
posts, the department should use a term that is understandable to all panels to 
ensure consistency in the implementation process. The terminology used by the 
PAM “actual teaching experience” could be more appropriate because it is very 
clear and specific. 
5.4.1.2 Experience 
• The ELRC and the Minister of Education should amend all policies and legislation 
regarding appointment of educators to ensure that management experience 
becomes a pre-requirement for consideration. The move will ensure that suitable 
skilled and experienced candidates are employed to occupy these principal 
positions. Furthermore, this will ensure that South Africa has a competitive edge 
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with international practices through initiatives that measure the individual potential 
against various values and competencies.   
5.4.1.3 Policy decisions 
• The Department of Education needs to ensure that for every new policy, all 
stakeholders are consulted and participate in the decisions regarding policy. This 
is to ensure the buy-in of all those involved for effective consideration and avoid 
resistance leading to non-implementation of policies. Furthermore, the voting 
weight system used at the ELRC when decisions are made needs to be re-
evaluated, in order to allow for a model that will ensure that good effective 
decisions are considered, rather than the majority vote and view from one union. 
The current system encapsulates superiority of the union rather than effective 
decision-making. The decision should be based on the majority of unions in the 
bargaining chamber and not on majority vote by one union. 
5.4.2 Recommendation 2: To review the functions of personnel responsible 
for appointment decisions 
5.4.2.1 Role of unions 
• The role of the union in the appointment process is clearly defined in legislation 
and policies regarding appointment of educators. The department should only 
allow the unions to act in their role of observers and lodge grievances should they 
feel their members are not treated fairly in the process. Therefore, any form of 
active participation by trade unions regarding the process should be deemed as 
interference. The procedure should be made impossible for unions to control the 
process through the use of audio recording equipment. That should be submitted, 
along with all other relevant documents once the interviews have been concluded 
for the HoD to make a decision. The practice will assist the Labour Grievance 
Committee when there are grievances from agreed candidates.  
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5.4.2.2 Role of the School Governing Body 
• Limit the power of the SGB in the appointment process because research shows 
that they lack capacity and credibility of managing the process, leading to undue 
influence. It is imperative that the Department of Education should appoint 
independent panels to deal specifically with senior appointments. The practices 
will ensure that the process is aligned to other sectors of the public service. 
Moreover, it will allow educational experts to follow the same recruitment practices 
that acknowledge competent professionals to handle the process (DBE, 2016). 
• The system should allow the SGBs in the process observer status, without any 
active involvement in the process. Furthermore, involve them in the grievance 
committee in order to allow them participation there regarding matters of 
concerned to them. In addition, only allow them in the selection of Post Level 1 
educators to ensure ownership of the decision for appointment because they are 
directly involved with their children education. This will also fulfil their legislative 
mandate regarding recommendation of educators. 
5.4.2.3 Role of the Department of Education 
• Since the independent panel will now have to deal with the appointment of senior 
officials, the legislation should be amended in order to accommodate this 
recommendation. Part of the amendment should limit the power of the department 
to select any candidate from the three recommendations in order to avoid 
interference. They should consider the list of recommendations from the panel in 
that order without any changes. This will ensure that appointments are done based 
on the recommendation of the panel, with the selection of the next candidate for 
appointment if the first one has accepted another offer or declines. However, the 
department will continue with the appointment of educators, but only after the 
independent panel has made recommendations.  
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5.4.3 Recommendation 3: To curb interference in the system to ensure 
credibility and fairness 
5.4.3.1 Interference by unions 
• It is visible in the study that cadre deployment has become the order of the day 
when it comes to senior appointments in the education department – mostly 
members of the unions associated with the ruling party. In order to curb this 
challenge, cadre deployment should be stopped and academically qualified and 
experienced personnel should be employed to these posts to ensure efficiency. 
This will stop the corrupt tendencies that are usually peddled by these 
deployments.   
5.4.3.2 Interference by the department 
• The Education Department should ensure that the condition of service for the 
senior bureaucrats differs from those that they manage, so that they are not 
subjected to the same incentives. In order to ensure credibility and accountability 
in the system, let senior bureaucrats be affiliated to a different union than those 
that they manage. This practice will reduce the union influence on the system and 
increase the level of accountability by limiting patronage tendencies that pursue 
the union agenda at the expense of their role as civil servants. Moreover, it will 
restore confidence within community members regarding appointments in the 
department and reduce community protests.  
5.4.4 Recommendation 4: To ensure development by improving the 
capacity of stakeholders 
5.4.4.1 Development of school principals 
• In order to ensure that novice principals are adequately prepared for their job, the 
department must ensure that training of these principals is continuous and also 
based on their immediate needs. It should not be just a one-off training after the 
individual has been appointed. Furthermore, the training offered to principals 
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should not be in a form of a blanket approach with a one size fits all mentality. The 
department should conduct a skills audit [analysis] of all the principals. Thereafter, 
they should conduct training workshops for principals informed by this analysis, in 
order to ensure that the individual training needs of each principal are addressed.  
5.4.4.2 Leadership qualifications 
• If schools are to have a competitive edge and quality leadership, management 
development is an integral part of the process. International research shows that 
we cannot only rely on one [interview] system for appointing principals if we need 
quality leadership for our schools. A qualification in leadership and management 
can be introduced as one of the indicators for principal appointment. However, this 
qualification should not be used as a discrimination tool, provided that purposeful 
training directed towards all educators interested in becoming school principals, is 
provided. The purpose of this qualification will be to ensure that principals have 
undergone formal leadership preparation before being appointed. Secondly, it will 
ensure that principals are well prepared for their complex demanding role and are 
competitive in an increasingly global economy. 
5.4.4.3 Capacity of the parents 
• The capacity of the parents can be improved during the appointment process 
through the amendment of all relevant legislation regarding appointments. This 
can be done by reducing their majority in the panel and adding more professional 
officials who are well vested with the legislation regarding appointments. According 
to recommendation 5.4.2.2, an independent panel should be appointed to deal with 
the recommendation of principals. Therefore, the issue of parent capacity is not 
that much of a problem, as their involvement in the process will be limited to that 
of observers. 
• The appointment of an independent panel to deal with the appointment process,  
will also assist in curbing the comparative intellectual gap between the township 
schools and the ex-model C schools’ parents. The findings in the study identified 
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that most township parents serving on the SGB have less education and are less 
informed regarding appointment policies, whilst their ex-model C school 
counterparts are fluent in the language used during interviews and well educated. 
The existing gap between these parents demonstrates that their level of 
understanding and implementing of the procedures for appointments is 
inhomogeneous, leading to different ways of dealing with the appointment process.  
5.4.4.4 Succession 
• The study has found that in South Africa, there is currently no legislation or policies 
that guide principal succession (Wills (2016:121). Research by Miskel and 
Cosgrove (1985); Hart (1991:451) put forth that principal succession is a disruptive 
process that galvanizes normal relations and also leads to lower teacher morale 
within the school.  It is therefore against this background that school principals 
should be carefully identified with stringent criteria to ensure that the best 
candidates get appointed. To solve this problem we need to begin using empirical 
knowledge to develop policies and legislations regarding principal succession. The 
developed policies will assist both schools and the Department of Education 
regarding succession planning in order to curb undue influence. 
5.4.5 Recommendation 5: To limit all form of undue influence in the 
process 
5.4.5.1 Corruption 
• To deal with the issue of corruption in the appointment process the Department of 
Education needs to start a corruption hotline that will allow those who witness acts 
of corruption to report them anonymously and provide detailed information 
regarding these acts, so that those involved can be criminally charged and 
prosecuted. 
• Matters relating to unfair labour practices regarding appointments and promotions 
referred to the ELRC council for arbitration should be resolved speedily. However, 
if the matter warrants law enforcement involvement, such matters should be 
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referred to relevant authorities. Furthermore, the ELRC council should come to a 
conclusion by collective agreement regarding such matters. 
5.4.5.2 Manipulation 
• The labour legislation regulating practices of teacher unions needs to be reviewed 
and amended in order to limit certain powers of the unions, especially in areas 
where the unions prevent policies that seek to improve labour practices with regard 
to accountability, control and monitoring of work. This will ensure that unions are 
there to work with the employer, especially in areas involving the training and 
curriculum development of teachers. Therefore, the role of the union becomes 
more professional than political.   
5.4.6 Recommendation 6: To gauge the credibility of the process through 
evaluation 
5.4.6.1 Efficiency 
• The problem regarding the credibility of the system and issues of accountability in 
managing the system will be the sole responsibility of the interview panel. 
However, to ensure control, oversight and effectiveness of the system, the 
department should establish the regulations that will hold the panel accountable 
for their role in recommending principal appointments. This will ensure that there 
is no undue influence exacted on the panel and the panel will refrain from 
misguided decisions regarding appointments. 
5.4.6.2 Complexities 
• Principals should sign five year renewable contract agreements that are based on 
performance. The practice is to ensure that if the principal has not improved the 
school performance with regard to learner achievements, infrastructure 
development and improved capacity of personnel, the principal’s contract can be 
terminated after five years. Therefore, the department can make a 
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recommendation regarding the employment prospect of such principal. The 
decision should be based on corrective measures rather than discipline. These 
should include but are not limited to, the retraining of the principal regarding the 
identified areas of underperformance and demotion of the principal to a lower post 
if there is no improvement.  
• Secondly, this recommendation will curb the issue of lack of capacity to lead and 
managing schools effectively by some of the principals. Moreover, it will stop the 
peculiar practice in township schools of having learners bussed to other 
communities with negative consequences that often lead to the closing down of 
some of these schools. Furthermore, the recommendation can be aligned to the 
decision to reappoint the principal’s salary to a higher level than the current model 
that is based on increasing student enrolment. These practices will assist 
regarding the matter of overcrowding in schools resulting from principals who want 
their schools to be graded P5 in order to improve their salaries. 
5.5 LIMITATIONS OF THE STUDY 
A range of limitations were experienced throughout the study, be it time, resources, 
sampling size, access to participants and credibility of some of the participants. It took 
over a month for the Gauteng Department of Education to grant me permission to conduct 
interviews. Therefore, this was the biggest challenge, as I only had limited time to conduct 
the study. In order to ensure that the study was completed on time the sample size had 
to be reduced to seven participants. When sample size decisions were made at the 
beginning of the study, eight participants were identified to be interviewed. However, 
because of the reduced size of the sample, one participant from the ELRC had to be 
eliminated. 
Furthermore, the other limitation involved changing the schools and principals for 
conducting the study. Although I had planned ahead for sample selection, it is essential 
to note that because of the complexity of this study, some of the sampling had to change 
during the study. Initially, schools and participants from sites where challenges regarding 
principal appointments were experienced became the main focus of the study, but 
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because of the sensitivity regarding the matter understudy, principals from these schools 
refused to participate. Their reasons for not participating were that the matter might 
become contested and evoke community attention, especially if SGB parent members 
were to form part of the participants.  
The matter of accessibility in selection decisions of the sample became a limitation at 
times. My intention for the sample selection was to ensure that all participants were 
selected within the same district. The purpose was to provide easy access and make it 
convenient for me to access the participants. Unfortunately, the trade unions’ protocols 
only allows for designated officials to be interviewed. Therefore, I had to get permission 
to interview members from either the national or provincial offices. When permission was 
granted, I was allocated officials in faraway offices to interview. The decision resulted in 
me having to drive far distances in order to conduct interviews with the identified officials. 
In addition, as the researcher, I had planned to observe one of the appointment processes 
by the selection and interview committee for the principal post. However, due to limited 
time available between the scheduled time for this process and the submission date for 
the project the observation had to be cancelled. It is also imperative to note that the study 
was a minor-dissertation which meant the sample size was small and the research 
findings cannot be generalised to a wider population of principals in other districts. 
However, the findings and recommendations can assist other districts or townships with 
similar circumstances. 
Although all the transcripts of the interviews were sent back to the participants for 
verification, only some of them were able to provide feedback. The data analysis 
procedure was too demanding due to the intense data that was gathered for analysis. 
The coded data was too much, leading to many themes and categories. Even though 
these themes were reduced to seven, the discussion and interpretation of the findings 
became a lot more than other chapters. The data gathered in this study emphasised 
words rather than numbers, because the findings had little or no consideration for 
statistical information. This type of research is more concerned about the in-depth 
meaning and understanding regarding the phenomenon understudy. 
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Finally, the other limitations were in regard to participants that were union members, 
especially as unions were implicated in some of the reports for being unduly influential in 
the principal appointment process. These participants would deny media reports and not 
provide credible information during interviews. Another major limitation was the recording 
instrument used for recording the interviews. Despite practicing several times before the 
interviews were conducted, the instrument would sometimes fail to record the interview. 
However, this limitation was overcome through the simultaneous use of two instruments 
during the interviews, so that a replica of the same interview was done.  
5.6 SUGGESTIONS FOR FURTHER STUDIES 
Although this study showed in-depth interference and manipulation stemming from 
different factors that influence the effective appointment of principals in South African 
township schools, it is evident that further studies need to be pursued regarding the 
following aspects: 
• Despite all the evidence presented in relation to interference regarding principal 
appointment, there has been no prudent action taken to curb such tendencies. 
Further research will investigate the circumstances leading to the indecision in 
taking action to curb such tendencies. 
• Empirical evidence needs to be provided regarding the capacity and quality of 
principals appointed under these circumstances. 
• To measure the extent of influence that principals appointed by undue influence 
have on effective school management, especially in township schools. 
• Research studies also need to be conducted to investigate why policymakers have 
not developed any policies regarding principal succession planning in South Africa. 
5.7 IN CONCLUSION 
The study has demonstrated how various factors influence the effective appointment of 
principals in South African township schools. It is evident from the study that there are 
various factors that unduly influence principal appointments. These factors reflect a 
network of malpractices from all angles of the system and not just from teacher unions as 
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portrayed by other similar studies. Although the current policies of appointment are 
followed during the selection of candidates, there is an urgent need to review the process. 
The need for the review of the process emanates from the inconsistencies in 
appointments that exist in both township and ex-model C schools. The recommendation 
to align recruitment practices in education to follow similar practices used in other public 
sectors, will assist to close the gap in appointment practices relating to principal posts. In 
recognising the recommendations in the study, the capacity of the parents and undue 
influence by teacher unions with regard to the appointment of principals, will be a matter 
for discussion in the future. Hence, competent educational professionals need to form 
panels that will be recommending the appointment of principals. 
However, it is imperative that the allegations in the study are viewed in a serious light, as 
if left unattended and unverified,  will destroy the prospect of providing quality education 
to these schools. Already these corrupt tendencies have started to have negative effects 
on the school system in South Africa, and there are community members who have begun 
to not trust the appointment decisions made by the Department of Education. In some 
communities, protesters have felt aggrieved with the appointments and have requested 
the DBE to curb the current appointment practices, replacing it with a system that will 
provide equal opportunities for all educators. These community members have mobilised 
and organised protest actions that have disrupted teaching and learning in poor and 
township schools. Consequently, these protests lead to children not going to school for 
days, missing out on their education while waiting for the matter to be resolved. Moreover, 
the media reports have highlighted high levels of violence and intimidation by some 
parents against those who want to send their children to school (De Villiers, 2017). 
However, once the community realises that these allegations are being taken seriously 
by the department and there is action and change – perhaps the implementation of some 
of the recommendations in the study – this will go a long way in restoring confidence in 
our education system and give hope to the hopeless communities who lack trust in the 
actions of the Education Department.  
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